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INTRODUCTION 
1.1 EMOTIONAL INTELLIGENCE 
The Greek Philosophers were incHned to know whether cognition is more 
important to our life or whether emotion is. The philosophical consideration of 
the relationship between thought and emotion in western culture goes back to 
early Greek thought. Aristotle argued that intellect was reliable while emotion 
was undependable to be of much use to rational thought. The same debate was 
also evident in early Psychology. Intelligence was considered as a concept of 
devoid of emotion. A plentiful opinion on intelligence was variously described 
by different Psychologist in a symposium held inl921. In this symposium the 
best known study based expert's definition of intelligence was done by the 
editors of the journal of educational psychology (Intelligence and its 
Measurement, 1921).The contributors to the symposium were asked to address 
two issues. 
(a) what they conceived intelligence to be and how it best could be measured 
by group tests, and (b) what would be the most crucial next steps in research on 
intelligence. Fourteen experts gave their views on the nature of intelligence, 
with fourteen different definitions and put emphasis on the importance of one's 
ability to learn and the ability to adapt in the environment. Since then the topic 
of intelligence gained popularity, and psychologists involved confinuously to 
present their different views regarding the meaning and definition of 
intelligence. 
Henmon (1921) defined intelligence in terms of "the capacity for 
i<nowledge and knowledge possessed". According to Boring (1923) 
"Intelligence is what is measured by intelligence tests". Spearman (1927) 
suggested the significance of the ability to observe one's own mental processes, 
to discover essential relations, and to make further inferences therefrom. In 
addition, in view of the tendency to positive correlation success in different 
types of intellectual activity, he postulated a hypothetical general factor 
underlying all cognitive performances of any kind. Piaget (1950) stated that 
intelligence is as "the most highly developed form of mental adaptation". The 
word intelligence being a genetic term to indicate the superior forms of 
organization of equilibrium of cognitive structuring to which all others tend. 
Drever (1952) in his dictionary of psychology has defined intelligence as "the 
relating activity of mind; 'insight' as understood by Gestalt Psychologists in its 
lowest term intelligence is present where the individual, animal, human being, 
is aware, however dimly, of the relevance of his behavior. There have been 
many definitions of intelligence since those presented in the journal 
symposium, and an essay has been written on the nature of definition of 
intelligence. Vernon (1955) was of the view that "intelligence is a very fluid 
collection of overlapping abilities comprising the whole of mental life". In a 
presidential address by Professor P.E.Vemon (1955) on the psychology of 
intelligence and 'G' classified into three main groups of the thinkers who 
proposed the definition of intelligence. He designated them as (a) the 
operational (b) the biological and (c) the psychological. Operational writers 
advocated that theorizing about the nature of intelligence has proved fruitless, it 
is best regarded as "what the test measures" and should be investigated by 
factor analysis of the relations between different tests and through empirical 
research into what test enable to predict about people. The biological approach 
contrast the relatively mechanical responses of lower animals based on fixed 
tropism, reflexes or instinct, with the more versatile adaptable behavior of 
higher species including men. Thus many definitions stressed the capacity for 
profiting by experience, adaptation to environment plasticity or ability to learn 
by trial and error, or still more, by insight. The third category of psychological 
definition include various faculties, such as grasping relation, abstract thinking, 
problem solving, originality foresight judgment, all round mental efficiency 
etc. Summarizing his own viewpoint Vernon (1955), pointed out that the 
intelligence can be used in a very different senses which he calls A, B and C. 
'Intelligence B' is the all around ability or mental efficiency that children or 
adults actually display in every day life, at school or at work and is very largely 
acquired. Where as 'Intelligence A' underlying inborn potentiality that is some 
quality of the central nervous system determined ultimately which is purely 
hypothetical and 'Intelligence A' is the innate capacity to acquire 'Intelligence 
B'. While 'Intelligence C Is I.Q. or mental age or other score obtained from 
standard tests which may or may not correspond very closely with 'Intelligence 
B\ It too is largely a product of environment; and though it is ultimately 
limited by innate potentiality 'A'. It clearly does not measure pure inborn 
ability. Piaget (1950) was of the view that intelligence is one distinctive 
faculty, and cannot be reduced to grasping relations or abstract thinking, but is 
present in all adaptations of the organisms. Although psychologists have found 
continuous discrepancy about the exact definition of the term intelligence 
(Jenkins and Patterson; 1961).Some preferred a general definition that 
emphasizes flexibility of adjustment; some stressed the capacity for 
symbolization, some important intellectual activities; some treated intelligence 
as a combination of very specific "sub intelligences", and some preferred very 
operational definition; Intelligence is what an intelligence test measures (Spiker 
and Mc Candless, 1954). Some of the definifions referred by Fleming (1958) 
put emphasis on biological aspect of mental functioning, others on competence 
in a variety of fields and still others on the influence of environment and on 
adaptation to cultural, social and emotional pressures. According to Burt (1955) 
'^Intelligence is a person's innate, general, cognitive ability". In the same way 
Wechsler (1958) defined Intelligence as "a global concept that involves an 
individual's ability to act purposefully, think rationally, and deal effectively 
with the environment". Gardner (1999) described intelligence in terms of the 
ability to solve problems or to create products that are valued within one or 
more cultural settings. Sixty-five years later, Sternberg & Detterman (1986) 
conducted a similar symposium, again asking experts to present their views on 
intelligence. Learning and adaptive abilifies retained their importance, and a 
new emphasis crept in: metacognition, or the ability to understand and control 
oneself Of course, the name is new, but the idea is not, because Aristotle 
emphasized long before the importance for intelligence of knowing oneself." 
During recent years, there has been a trend toward broad theories of 
intelligence. We consider Multiple Intelligence, True Intelligence, Biological 
Intelligence and Emotional Intelligence. 
Multiple Intelligence: 
Gardner (1983) proposed that there is no single, unified intelligence but rather a set 
of relatively distinct, independent, and modular multiple intelligence. His theory of 
multiple intelligences (MI theory) originally proposed seven multiple intelligences: 
(a) linguistic, as used in reading a book or writing a poem; (b) logical-
mathematical, as used in deriving a logical proof or solving a mathematical 
problem; (c) spatial, as used in fitting suitcases into the trunk of a car; (d) musical 
as used in singing a song or composing a symphony; (e) bodily-kinesthetic, as used 
in dancing or playing football; (f) interpersonal, as used in understanding and 
interacting with other people; and (g) intrapersonal, as used in understanding 
oneself Furthermore he proposed one additional intelligence as a confirmed part 
of his theory naturalist-intelligence the kind shown by people who are able to 
discern patterns in nature. For instance Charles Darwin would be a notable 
example. Gardner also suggested that there may be two other types of 
intelligences: spiritual intelligence and existential intelligence. Spiritual 
Intelligence involves a concern with cosmic or existenfial issues and the 
recognition of the spiritual as the achievement of a state of being. Existential 
intelligence involves a concern with ultimate issues. Gardner believed that 
evidence for these latter two intelligences to be less powerful than the evidence for 
the other eight intelligences. Whatever the evidence may be for the other eight, we 
agree that the evidence for these two new intelligences is speculative at this point. 
There was no empirical investigations directly testing the validity of Gardner's 
theory as a whole uptil 1997. In the past, factor analysis served as the major 
criterion for identifying abilities. He also proposed a new set of criteria, including 
but not limited to factor analysis, for identifying the existence of a discrete kind of 
intelligence: (a) potential isolation by brain damage, in that the destruction or 
sparing of a discrete area of the brain may destroy or spare a particular kind of 
intelligent behavior (b) the existence of exceptional individuals who demonstrate 
an extraordinary ability (or deficit) in a particular kind of intelligent behavior (c) 
an identifiable core operation or set of operations that are essential to performance 
of a particular kind of intelligent behavior (d) a distinctive developmental histoid 
leading from novice to master, along with disparate levels of expert performance 
(e) a distinctive evolutionary history, in which increases in intelligence may be 
plausibly associated with enhanced adaptation to the environment (f) supportive 
evidence from cognitive-experimental research (g) supportive evidence from 
psychometric tests and (h) susceptibility to encoding in a symbol system. Since the 
theory was first proposed, many educational interventions have arisen that are 
based on the theory, sometimes closely and other times less so (Gardner 1993). 
Many of the programs are unevaluated, and evaluations of others of these 
programs seem still to be ongoing, so it is difficult to say at this point what the 
results will be. In one particularly careful evaluation of a well-conceived program 
in a large southern city, there were no significant gains in student achievement or 
changes in student self-concept as a result of an intervention program based on 
Gardner's (1983) theory. 
True Intelligence: 
Perkins (1995) proposed the theory of true intelligence, synthesizing classic views 
as well as the new ones. He emphasized three basic aspects of intelligence: neural, 
experiential, and reflective. According to Perkins, neural intelligence is in the 
functioning of people's neurological systems, with some people's systems running 
faster and with more precision than do the neurological systems of others. He 
mentions "more finely tuned voltages" and "more exquisitely adapted chemical 
catalysts" as well as a "better pattern of connectivity in the labyrinth of neurons" 
although it is not entirely clear what any of these terms mean. He believes this 
aspect of intelligence to be largely genetically determined and unleamable. This 
kind of intelligence seems to be somewhat similar to Cattell's (1971) idea of fluid 
intelligence. The experiential aspect of intelligence is what has been learned from 
experience. It is the extent and organization of the knowledge base, and thus is 
similar to Cattell's (1971) notion of crystallized intelligence. The reflective aspect 
of intelligence refers to the role of strategies in memory and problem solving and 
appears to be similar to the construct of metacognition or cognitive monitoring 
(Brown and DeLoache, 1978; Flavell,1981). 
The Bioecological Model of Intelligence: 
Ceci (1996) proposed a bioecological model of intelligence, according to which 
multiple cognitive potentials, context, and knowledge are all essential bases of 
individual differences in performance. Each of the multiple cognitive potentials 
enables relationships to be discovered, thoughts to be monitored, and knowledge to 
be acquired within a given domain. Ahhough these potentials are biologically 
based, their development is closely linked to environmental context, and hence it is 
difficult if not impossible to separate cleanly biological from environmental 
contributions to intelligence. Moreover, abilities may express themselves very 
differently in different contexts. For example, children given essentially the same 
task in the context of a video game and in the context of a laboratory cognitive task 
performed much better when the task was presented in the context of the video 
game. Part of this superiority may have been a result of differences in emotional 
response, which brings us to the last broader conception that we consider as 
emotional intelligence. 
THE CONCEPT OF EMOTIONAL INTELLIGENCE: 
The construct of Emotional Intelligence (EI) is relatively new, it has enjoyed 
unprecedented attention from scholars and corporate gurus. EI started its journey 
to prominence by E.L.Thomdike (1920) who was a professor of educational 
psychology at Columbia University Teachers College. He was one of the first who 
identified the aspect of EI and called it "Social Intelligence". Thomdike (1920) 
conceptualized social intelligence as "the ability to understand manage men and 
women, boys and girls to act wisely in human relations". It is an ability that 
"shows itself abundantly in the nursery on the playground, in barracks and 
factories, and salesrooms but it eludes the formal standardized condition of the 
testing laboratory". Thorndike also evaluated social intelligence in the laboratory 
by simple process of matching pictures of emotive faces with descriptions of 
emotions. He also maintained that because social intelligence manifests in social 
interaction, "genuine situation with real persons" would be necessary to accurately 
measure it. Since then other forms of intelligence have also been identified. The 
abstract intelligence which pertains to a person's ability to understand and 
manipulate verbal and mathematical symbols. The concrete intelligence, which 
describes the ability to understand and manipulate objects. The social intelligence 
describes the ability to understand and relate with people. 
The next half century of psychology, was in the dominance behaviorist 
paradigm on the one hand and the intelligence testing movement on the other, 
turned its back to the EI idea. Still, even David Wechsler (1952), the originator of 
the Wechsler Adult Intelligence Scale (WAIS) intelligence tests, referred to both 
non-intellective and intellective elements of intelligence. He stated that the non-
intellective-elements include affective personal and social factors that are essential 
for predicting one's ability to succeed in life (Wechsler 1940). Another theorist 
Gardner (1983), a Developmental Psychologist proposed a Multiple Theory of 
Intelligences which demonstrated that individual possess aptitudes in several areas 
that includes Verbal, Mathematical, Musical, Spatial, Movement Oriented, 
Environmental, Intrapersonal and Interpersonal spheres. He described 
Interpersonal Intelligence as the ability to understand other people, what 
motivates them, how they work, and to work cooperatively with them. He 
identified teachers, politician, salesperson, clinician and religious leaders as 
individuals who are likely to have a high degree of interpersonal intelligence. 
Intrapersonal Intelligence is an individual's correlative ability turned inward. It 
is a capacity to form a veridical model of oneself and to be able to use that model 
to operate effectively in life. In what looks like a synchronization of Thomdike's 
and Gardner's model, Peter Salovey at Yale and his colleague John Mayer at the 
University New Hamsphire (1990) coined the term "Emotional Intelligence" in the 
.lournal of Imagination, Cognition and Personality published their landmark article 
on EI in which they defined EI as "the ability to monitor one's own and others 
feelings and emotions, to discriminate among them, and to use this information to 
guide one's thinking and action". 
The term EI has been employed on an occasional basis at least since the 
mid twentieth century. Literary accounts of Jane Austen's Pride and Prejudice 
refer to various characters possessing this quality (Van Ghent 1953). Scientific 
references date to the 1960's. For example EI had been mentioned in relation to 
psychotherapy treatment (Leuner 1966) and to promoting personal and social 
improvement more generally (Beasley 1987, Payne 1986). However the 
concept of EI gained popularity after the publication of Daniel Goleman best 
selling book of Emotional Intelligence named Why It Can Matter Than IQ 
(i995).This book was made on the cover page of Time Magazine in U.S.A. and 
Goleman began appearing on American Television shows such as Oprah 
Winfrey and Phil Donahue. He also began a speaking tour to promote the book 
and in this way the book became an international best seller. It remained in the 
New York Times best seller list for approximately one year. However in (1997) 
10 
Reuven Bar-On publishes the first assessment tool to measure Emotional 
Intelligence. It measures "an array of non cognitive capabilities, competencies 
and skills that influence on one's ability to succeed in coping with 
environmental demands and pressures" (Bar-On 1997). Reuven Bar-On is one 
of the prominent researcher in the area of "Emotional Quotient". In (1998) 
Goleman further elaborated the concept of Emotional Intelligence. Emotional 
Competencies as a "learned capability based on emotional intelligence that 
result outstanding performance at work" published in his book named 
"Working with Emotional Intelligence". He explained it in terms of 
individual's emotional intelligence which will affect one's work situation. So 
he applied his conceptual understanding to organization as a whole. Mayer, 
Salovey, Caruso Emotional Intelligence Test [MSCEIT] was published in 
2002. 
Goleman, Boyatzis and Mckee (2002) asserted that the effective use of 
emotion is basic to the function of successful leadership. They postulated 
further that leaders are emotional guides influencing not only the follower of 
emotions but also the follower of actions through that emotional influence. 
Leaders exercise this influence through relationship management, motivational 
appeal and goal-setting, and the leaders emotional intelligence is necessary to 
effectively perform these efforts. In the year (2005) Bar-On proposed a new 
model of Emotional Intelligence which provides theoretical basis for the EQ-1 
which was originally designed to assess various aspects of this construct as 
well as to examine its conceptualization. In this model Emotional-Social 
U 
Intelligence is a cross section of inter-related emotional and social 
competencies, skills and factors that determine how effectively we understand 
and express ourselves, understand others and relate with them and cope with 
daily demands. However different theorist defined and explained the concept 
of Emotional Intelligence. Salovey and Mayer (1990) gave their first definifion 
of EI as "the subset of social intelligence that involves the ability to monitor 
one's own and other feelings and emotions, to discriminate among them and to 
use this information to guide one's thinking and actions". Later on they 
modified the concept of EI and defined it as " the ability to perceive 
accurately, appraise and express emotion; the ability to access and/or generate 
feelings when they facilitate thought; the ability to understand emofion and 
emotional knowledge; and the ability to regulate emofions to promote 
emotional and intellectual growth" (Mayer and Salovey 1997). Daniel Goleman 
(1995) defined Emotional Intelligence as "the capacity for recognizing our own 
feelings and those of others, for motivating ourselves, and for managing 
emotions well in ourselves and in our relafionship" 
According to Goleman the five domain of EI are: 
1. Knowing one's emotion- self awareness-recognizing a feeling as it happens 
2. Managing emotions- the ability to handling feelings so they are appropriate 
3. Motivating oneself- Marshalling emofions in the service of goal 
4. Recognizing emotions in others- empathy and social awareness 
5. Handling relationships- skills in managing emotions of others 
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Goleman (1998) elaborated his concept of EI in terms of Emotional 
competencies as a "learned capability based on emotional intelligence that 
result outstanding performance at work". Cooper (1996) defined EI as "the 
ability to sense, understand and effectively apply the power and acumen of 
emotions as a source of human energy, information, trust, creativity and 
influence". Schmidt (1997) defined EI as "the ability to recognize and respond 
to the emotions and feelings of others, as well as the skill to help others manage 
their emotions". Weisinger (1998) defined EI as "the intelligent use of 
emotions: you intentionally make your emotions work for you by using them to 
help guide your behavior and thinking in ways that enhance your results". 
Reuven Bar-On (1998) defined EI as "the ability to (i) be aware of, to 
understand, and to express oneself, (ii) be aware of to understand, and to relate 
to others, (iii) deal with strong emotions and control one's impulses and, (iv) 
adapt to change and to solve problems of a personal or a social nature. 
According to Freedman et al. (1998) defined EI as "a way of recognizing 
understanding and choosing how we think, feel and act. It shapes our 
interaction with others and our understanding of ourselves". Davies et al. 
(1998) proposed four-dimensional definition of EI which is based on the 
definition of Mayer and Salovey (1997) and these four dimensions are: 
I. Appraisal and expression of emotion in one's self: which relates to an 
individual's ability to understand his/her deep emofions and to be able to 
express emotions naturally. People who have good ability in this area will 
sense and acknowledge their emotions better than others will. 
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2. Appraisal and recognition of emotion in others: which relates to an 
individual's ability to perceive and understand the emotions of the people 
around them. People who rates highly in this ability are very sensitive to the 
emotions of others as well as able to predict others emotional response. 
3. Regulation of emotion in one's self: which relates to the ability of a 
person's to regulate his/her emotions, enabling a more rapid recovery from 
psychological distress. A person who have high ability in this area would be 
able to return quickly to normal psychological states after rejoicing or being 
upset. Such a person would also have better control over his/her emotions and 
would be less likely to lose his/her temper. 
4. Use of emotion to facilitate performance: which relates to the ability of a 
person to make use of emotions by directing them towards constructive 
activities and personal performance. A person who is competent in these EI 
dimensions would be able to encourage him/herself to do better continuously 
and to do direct his/her emotions in positive and productive directions. 
Although EI has been defined and used by researchers in many ways but 
these definitions and its uses "tend to be complementary rather than 
contradictory" Ciarrochi, Chan and Capufi (2000) pointed out that all 
definitions reflect the same idea that EI people are aware of their emofions and 
emotions of others. They use that information to guide their thinking and 
actions. 
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THE KEY COMPONENTS OF EI: 
There are five components of emotional intelligence: Self Awareness, Self 
Regulation, Motivation, Empathy and Social Skills. 
1, SELF AWARENESS: refers to a deep understanding of one's emotions, 
strengths, weaknesses, needs and drives" (Goleman 1995). People who have a 
high level of self-awareness are very honest with themselves and others. They 
avoid the extremes of being overly critical and unrealistically hopeful. 
Furthermore, these people know how their feelings affect them and others, and 
also their job performance (Goleman 1995). 
2. SELF REGULATION: This is an ongoing conversation people have with 
themselves, which freeze them from being prisoners of their feelings (Goleman 
1995). People with a high degree of self - regulation are more capable effacing 
the ambiguities of an advancing industry than those whose degree of self 
regulation is low. Furthermore, people with a high level of self regulation can 
help to enhance the integrity of an organization by not making bad decisions 
through impulse behaviors. Self - Regulation helps individuals to stay in 
control of their feelings and make thoughtful decisions. 
3. MOTIVATION: Motivated individuals use their deep inner desire to move, 
to guide them towards their goal. They want to achieve beyond their and 
everyone else's expectations. Some of the signs of motivated individual are: 
passion for his/her work, quest for challenges, desire to learn, pride in 
completing a job well. They are restless; therefore, they continuously explore 
15 
new horizons to find better ways of doing their jobs. One of the greatest quality 
of these people is that they constantly strive to improve their performance even 
though they have experienced failures and frustration. Highly motivated people 
constantly raise their performance expectations for themselves, their team and 
their organization. It means they are more committed towards their 
organization. 
4. EMPATHY: Empathetic individual aware, sensing and considerate other 
feelings and emotions. These people combine employees feelings and other 
factors in order to make decisions. There are three reason why empathy is 
important to leadership in today's business world: "the increasing use of teams, 
the rapid pace of globalization, and the growing need to retain talent" 
(Goleman 1995). Empathetic leaders play a key role when globalization is a 
factor, because they can understand the importance of others' cultural 
differences. They are also effective in retaining talent because they are able to 
develop personal rapport with new employees or proteges during coaching and 
mentoring stages. Through these growing relationships, an empathetic leader 
can provide them with effective feedback, which is essential in retaining 
employees. 
5. SOCIAL SKILL: Handling emotions in relationship well and accurately 
reading social situations and network, interacting smoothly with others. Social 
leaders are able to build a rapport easily by finding some type of common 
ground with everyone, thus establishing a broad circle of acquaintances 
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(Goleman 1995). They are able to manage team effectively, they settle 
disputes, for cooperation and teamwork. 
The two perspective of Emotional Intelligence are Ability or Mixed 
Model (a) Ability model regard emotional intelligence as a pure form of 
mental ability and thus as a pure intelligence while (b) Mixed Model of 
emotional intelligence combine mental ability with personality characteristic 
such as optimism and well being (Mayer, 1999). The only ability model of 
emotional intelligence proposed by John Mayer and Peter Salovey. Two mixed 
model have been proposed and each of them present different conception. 
Reuven Bar-On model based within the context of personality theory, 
emphasizing the co-dependence of the ability aspect of Emotional Intelligence 
with personality traits and their application to personal well being. In contrast 
Daniel Goleman proposed a Mixed Model in terms of performance, integrating 
an individual's ability and personality and applying their corresponding effects 
on performance in the work place (Goleman, 2001). 
An Ability Model Of Emotional Intelligence: Peter Salovey and John Mayer 
first coined the term "emotional intelligence" in 1990 and continued to conduct 
research on it. They integrate the key ideas of emotional intelligence from the 
fields of intelligence and emotion. From Intelligence theory comes the idea that 
intelligence involves the capacity to carry out abstract reasoning. And from 
emotion research comes the notion that emotions are signals that convey regular 
and discernable meanings about relationships and a number of basic emotions are 
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universal (Mayer, Salovey and Caruso, 2002). They proposed that individual's 
vary in their ability to process information of an emotional nature and in their 
ability to relate emotional processing to a wider cognition. They said that later 
on, this ability manifest itself in certain adaptive behaviors (Mayer, Salovey & 
Caruso, 2000). 
Their conception of intelligence is based within a model of IQ i.e. strive 
to define emotional intelligence within the confines of the standard criteria for 
a new intelligence (Mayer, Salovey, Caruso and Sitarenios, 2003). It proposes 
that Emotional Intelligence comprises of two areas: (i) Experiential is the 
ability to perceive, respond, and manipulate emotional information without 
necessarily understanding it and (ii) Strategic is the ability to understand and 
manage emotions without necessarily perceiving feelings well or fully 
experiencing them. Each area is further divided into two branches that range 
from basic psychological process to more complex processes that integrate 
emotion and cognifion. 
Branch I: Emotional Perception: that shows the ability to be self aware of 
emotions and to express emotions and emotional needs accurately to others. 
The initial or most basic area here is the non verbal reception and expressions 
of emotion in the face, voice, and related communication channels (Buck, 1984; 
Ekman and Friesen, 1975; Nowicki and Mitchell, 1998; Scherer et al., 2001). 
Branch II: Using Emotion to Facilitate Thought or Emotional 
Assimilation: that shows the capacity of emotion to enter into and guides the 
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cognitive system and promote/assist thinking. Most emotion theories include a 
feeling component (Davitz, 1969; Schwartz, 1990) and many discuss the 
existence of distinctive physiological signs of some emotions. Part of 
intelligence involves developing a knowledge base about such experiences on 
which the intelligence can draw (Cytowic, 1993; Mayer and Mitchell 1998). 
Knowledge of the link between emotions and thinking can be used to direct 
one's planning (Izard, 2001). For e.g. some type of problem solving are 
specifically facilitated by some emotions but not others (Erez and Isen, 2002; 
Isen 2001; Palfai and Salovey, 1993). 
Branch III: Emotional understanding: Ability to understand complex emotion 
(such as feelings of two emotions at a time) and the ability to recognize transition 
from one to the other. The understanding of emotion reflects the capacity to 
analyze emotions appreciate their problem trends overtime and understand their 
outcomes ( Frijdal988: Lane, Quinlan, Schwartz, Walker and Zeitlin,1990; 
Ortony et al., 1988; Rosenman,1984).The development aspect of Branch 3 
(understanding), even a 2 year old may be emotionally apprehensive if she 
breaks her parents' favorite lamp (Lewis 2000). At the same time a six year old 
will easily surpass the two year olds' capacity at labeling and discriminating 
among feelings, whereas a 30 year old may well do even better. 
Branch IV: Managing emotions: Ability to connect or disconnect from an 
emotion depending on its usefulness in a given situation (Mayer and Salovey 
1997).Emotions can be managed or it is under voluntary control for a person's 
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emotional comfort zone.That is emotions are managed in the context of 
individual's goal, self knowledge and social awareness (Averill and Nunley, 
1992; Gross, 1998; Parrott, 2002). By early adulthood, the means of emotional 
self management have grown, including abilities to avoid feelings or to reframe 
appraisals to reassure oneself or achieve equanimity (e.g. Erber, 1996; Larsen, 
2000). 
MIXED MODEL OF EMOTIONAL INTELLIGENCE: 
The director of the institute of applied intelligences in Denmark and consultant 
for a variety of institutions and organizations in Israel, Reuven Bar-On 
developed one of the first measures of emotional intelligence that used the term 
"Emotion Quotient". Bar-On model of emotional intelligence relates to the 
potential for performance and success, rather than performance or success 
itself, and is considered process-oriented rather than outcome-oriented (Bar-
On, 2002). It focuses on an array of social and emotional abilities, including the 
ability to be aware of, understand, and relate to others, the ability to deal with 
strong emotions, and the ability to adapt to change and solve problems of a 
social or personal nature (Bar-On, 1997). In his model, Bar-On outlines five 
component of emotional intelligence: interpersonal, intrapersonal, adaptability, 
stress management, and general mood. These components are having sub 
components like self regard, assertiveness, empathy, flexibility, stress 
tolerance, problem solving, happiness etc. Bar-On posits that emotional 
intelligence develops overtime and that it can be improved through training, 
programming, and therapy (Bar-On, 2002). 
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Bar-On hypothesizes that those individuals with higher than average 
Emotion Quotient (E.Q.) are in general more successful in meeting 
environmental demands and pressures. He also noted that a deficiency in 
emotional intelligence can mean a lack of success and the existence of 
emotional problems. Problems in coping with environment is thought, to be 
especially common among those individuals lacking in the subscales of reality 
testing, problem solving, stress tolerance, and impulse control. In general, he 
considered emotional intelligence and cognitive intelligence to contribute 
equally to a person's general intelligence, which then offers an indication of 
one's potential to succeed in life. 
BAR-ON MODEL OF EMOTIONAL INTELLIGENCE 
Component 
Intrapersonal 
Interpersonal 
Adaptability 
Stress Management 
General Mood Component 
Sub-Component 
Self-Regard 
Emotional Self-Awareness 
Assertiveness 
Independence 
Self-Actualization 
Empathy 
Social Responsibility 
Interpersonal Relationship 
Reality Testing 
Flexibility 
Problem Solving 
Stress Tolerance 
Impulse Control 
Optimism 
Happiness 
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TRAIT EMOTIONAL INTELLIGENCE MODEL: 
Trait EI is "a constellation of emotion-related self-perceptions located at the lower 
levels of personality". In lay terms, trait EI refers to an individual's self-
perceptions of their emotional abilities. This definition of El encompasses 
behavioral dispositions and self perceived abilities and is measured by self report. 
But the authors of self report EI measures (with the exception of some scales, e.g. 
the TEIQue; Petrides 2001; Petrides and Fumham, 2006) appear to reject Trait 
Emotional Intelligence theory and argued that their questionnaires are able to 
measure abilities, competencies and skills (Perez, Petrides and Furnham 2005). 
This perspective creates a major difficulty for interpreting the findings of 
emotional intelligence research when the self-report measures are used. Trait 
Emotional Intelligence is conceptualized as a non- cognitive capability (Bar-On, 
1997; Petrides and Fumham, 2001; Saklofske et.al 2003), there are only weak or 
non significant associations between measures of Trait Emotional Intelligence and 
Intelligence (Newsome, Day and Catano, 2000; Derksen, Kramer and Katzko, 
2002; Saklofske et.al 2003; Zeng and Miller, 2003).Trait Emotional Intelligence 
has been found to correlate with measures of personality (Saklofske et.al, 2003). 
The relationship between Trait Emotional Intelligence and personality traits raised 
questions regarding the distinctiveness of Trait Emotional Intelligence from the 
personality domain. If Trait Emotional Intelligence is no more than a 
"repackaging" of well established personality traits then it is unlikely to be a useful 
tool in individual differences research (Saklofske et.al, 2003). While Mayer and 
Cobb (2000) argued that Trait Emotional Intelligence seems to be a catchall phrase 
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that includes anything involving motivation, emotion and good character. An 
alternative label for the same construct is Trait Emotional Self-Efficacy. 
The trait EI model is general and subsumes the Goleman and Bar-On 
models. The conceptualization of EI as a personality trait leads to a construct that 
lies outside the taxonomy of human cognitive ability. This is an important 
distinction in as much as it bears directly on the operationalization of the 
construct and the theories and hypotheses that are formulated about it. 
MIXED MODEL OF EMOTIONAL INTELLIGENCE: 
Daniel Goleman, a psychologist and science writer who has previously written 
on brain and behaviour research for the New York Times, discovered the work of 
Salovey and Mayer in the 1990's. Inspired by their findings, he began to conduct 
his own research in the area and eventually wrote Emotional Intelligence (1995), 
the landmark book which familiarized both the public and private sectors with 
the idea of Emotional Intelligence. The model introduced by Daniel Goleman 
focuses on EI as a wide array of competencies and skills that drive leadership 
perfomiance. Goleman's model outlines four main Emotional Intelligence 
constructs: 
1. self-awareness— the ability to read one's emofions and recognize their 
impact while using gut feelings to guide decisions. 
2. self-management — involves controlling one's emotions and impulses and 
adapting to changing circumstances. 
3. social awareness — the ability to sense, understand, and react to others' 
emotions while comprehending social network. 
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4. relationship management— the ability to inspire, influence, and develop 
others while managing conflict (Goleman 1998). 
Goleman includes a set of emotional competencies within each 
construct of EI. Emotional competencies are not innate talents, but rather 
learned capabilities that must be worked on and can be developed to achieve 
outstanding performance.Goleman posits that individuals are bom with a 
general emotional intelligence that determines their potential for learning 
emotional competencies. The organization of the competencies under the 
various construct is not random; they appear in synergistic clusters or grouping 
that support and facilitate each other (Boyatzis, Goleman, & Rhee 1999). 
Goleman's conceptual model of Emotional Intelligence and corresponding 
Emotional Competencies fall under one of four categories: the recognition of 
emotion in oneself or others and the regulation of emotion in oneself or others. 
GOLEMAN (2001) EMOTIONAL INTELLIGENCE COMPETENCIES 
RECOGNITION 
REGULATION 
SELF 
Personal competence 
Self awareness 
Emotional Self-Awareness 
Accurate Self-Assessment 
Self confidence 
Self Management 
Self-Control 
Trustworthiness 
Conscientiousness 
Adaptability 
Achievement Drive 
Initiative 
OTHER 
Social competence 
Social Awareness 
Empathy 
Service Orientation 
Organizational Awareness 
Relationship 
Management 
Developing others 
Influence 
Communication 
Conflict Management 
Leadership 
Change Catalyst 
Building Bond 
Teamwork and 
Collaboration 
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Goleman (2001) proposes that these abilities of the model are necessary, 
though not sufficient, to manifest competence in anyone of the four EI domains 
and that one emotional competencies are job skills that can be learned. Within 
this context, Goleman defines Emotional Intelligence as the ability to 
recognize and regulate emotions both within oneself and others. 
MEASUREMENT OF EMOTIONAL INTELLIGENCE: 
Measures of Mayer and Salovey Model: Different models of Emotional 
Intelligence have led to the development of various instruments for the 
assessment of the construct. While some of these measures may overlap, most 
researchers agree that they tap slightly different constructs. Researchers like 
Mayer and Salovey began testing the validity of their four-branch model of 
Emotional Intelligence with the Multibranch Emotional Intelligence Scale 
(MEIS). Composed of 12 subscale measures of emotional intelligence, 
evaluation with the Multibranch Emotional Intelligence Scale indicate that 
emotional intelligence is a distinct intelligence with 3 separate subfactors: 
Emotional Perception, Emotional Understanding and Emotional Management. 
The Multibranch Emotional Intelligence Scale found only limited evidence for 
the branch of Emotional Intelligence related to integrating emotions. 
Additionally, examination of the Multibranch Emotional Intelligence Scale 
found evidence for discriminant validity in that Emotional Intelligence was 
independent of General Intelligence and self-reported empathy, indicating its 
ability to measure unique qualities of an individual not encompassed by earlier 
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tests. There were however, certain limitations to the Multibranch Emotional 
Intelligence Scale. Not only it was a lengthy test having 402 items but also failed 
to provide satisfactory evidence for the integration branch of the Four Branch 
Model (Mayer, Salovey & Caruso, 2002). For these and other reasons, Mayer 
and Salovey have decided to design a new ability measure of Emotional 
Intelligence. 
The current measure of Mayer and Salovey model of Emotional 
Intelligence, the Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT) 
is based on a series of emotion based problem solving items. This test measures 
a person's abilities on each of the four branches of Emotional Intelligence, it 
generates the scores for each of the branches as well as the total scores. The 
Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT) was normed on a 
sample of 5,000 men and women. This test is designed for individuals 17 years 
of age or above that aims to measure the four abilities outlined in Salovey and 
Mayer model of Emotional Intelligence. Each ability (perception, facilitation of 
thought, understanding and regulation) is measured using specific tasks. 
Perception of emotion is measured by rating the extent and type of emotion 
expressed on different types of pictures. Facilitation of thought is measured by 
asking people to draw parallels between emotions and physical sensation (e.g. 
light, colour, temperature) as well as emotions and thoughts. Understanding is 
measured by asking the subject to explain how emotions can blend from other 
emotions (e.g. how emotions can change from one to another such as anger to 
rage). Regulation (or management) of emotions is measured by having people 
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choose effective self and other management techniques (Brackett & Mayer, 
2003). 
MEASURES OF BAR-ON MODEL : 
Measurement of Emotional Intelligence using Bar-On Emotional Quotient 
Inventory (EQ-i) is a self report measure of Emotional Intelligence for 
individuals of sixteen years of age and over. Developed as a measure of 
emotionally and socially competent behaviour that provides an estimate of one's 
Emotional and Social Intelligence, the Emotion Quotient Inventory is not meant 
to measure of personality traits or cognitive capacity, but rather to measure one's 
ability to be successful in dealing with environmental demands and pressures 
(Dawda & Hart, 2000; Bar-On,2002). One hundred and thirty three items are 
used to obtain a Total EQ (Total Emotion Quotient) and to provide five 
composite scales corresponding to the five main components of the Bar-On 
model: Interpersonal EQ, Intrapersonal EQ, Adaptability EQ, Stress 
Management EQ, and General mood EQ. Items are measured on a five point 
scale ranging from 1 (very seldom/ not true for me) to 5 (very often/often true of 
me). Total raw scores are converted into standard scores with a mean of 100 and 
a standard deviation of 15, similar to that of IQ scores (Bar-On, 2002). 
Bar-On has developed several versions of the Emotion Quotient 
Inventory to be used with various populations and in varying situations. Among 
these are the EQ-interview (to be completed after the self-report), the EQ-i Short 
Version (a 52 item version of the original), the EQ-i: 125 (a 125 item version of 
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the original which excludes the negative impression scale), the EQ-I Youth 
Version (for children and adolescents 7-15 years of age), and the EQ 360 
Assessment (a multi-rater instrument used in conjunction with the regular self-
report EQ-I to give more complete assessment). In addition, the original EQ-I is 
available in several languages, including Spanish, French, Dutch Danish, 
Swedish, Norwegian, Finnish and Hebrew (Bar-On, 2002).The Emotion 
Quotient Inventory (EQ-I) was normed on approximately 4000 respondents 
under the age of 30 years, with equal representation of males and females from 
the United States and Canada (Bar-on, 2002).The Internal Consistency of this 
scale (in the form of Cronbach's Alfa) ranges from .69 to .89 for the 15 
subscales and an overall average internal consistency was reported .76 (Bar-On 
2002). The Bar-On Emotional Quotient Inventory is a complete test, which can 
classify each respondent within the range of EQ scores and can be used in a 
multitude of settings and situations, including corporate, educational, clinical, 
medical, research and preventive settings. 
MEASURES OF COLEMAN'S MODEL 
Several measurement tools have been developed based on Coleman's Model of 
Emotional Intelligence and it's corresponding competencies. Included among 
these are the Emotional Competency Inventory ECI (Boyatzis, 1994), the 
Emotional Intelligence Appraisal EIA (Bradberry, Greaves, Emmerling, et al., 
2003), and the Work Profile Questionnaire-Emotional Intelligence Version 
WPQei (Performance Assessment Network, 2000). 
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The Emotional Competence Inventory: Daniel Goleman developed the 
Emotional Competence Inventory (ECI) as a measure of Emotional Intelligence 
that was based on his emotional intelligence competencies as well as his earlier 
measure of competencies for managers, executives, and leaders (the Self-
Assessment Questionnaire) by Richard Boyatzis (1994). The Emotional 
Competence Inventory is a multi-rater (360 degree) instrument that provides self, 
manager, direct report, and peer ratings on a series of behavioural indicators of 
emotional intelligence. It measures 20 competencies, organized into the four 
constructs that was outlined by Daniel Goleman's model; self-awareness, social 
awareness, self management and social skill. Each respondent is asked to 
describe themselves on a scale from 1 (the behaviour is not slightly characteristic 
of the individual) to 7 (the behaviour is very characteristic of the individual) for 
each item, and in term these items are composed into ratings for each of the 
competencies. The respondent is left with two ratings for each competency: a 
self rating and a total other rating (made up of an average of all other ratings; 
Boyatzis, Goleman & Rhee, 1999).This inventory was normed on approximately 
6000 respondents in the North American and UK Emotional Competence 
Inventory databases. The internal consistency as reported by the technical 
mannual (in the form of Cronbach's Alfa) ranges from ,73 to .92 for the total 
other ratings, and from .60 to .85 for the self ratings Sala, 2002). 
The Emotional Competence Inventory is a complete scale that can 
classify each respondent within the range of self and other ratings. This 
Inventory assess the competence of those individual who were not aware of their 
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strength and weaknesses (had low accurate self assessment) and also they face 
trouble for evaluating themselves on Emotional Intelligence Competencies (there 
was a larger discrepancy between their self and other ratings; Sala, 2002). 
The Emotional Intelligence Appraisal: The Emotional Intelligence Appraisal 
(EIA) measure was developed by Travis Bradberry and Jean Greaves along with 
members of the Talent Smart Research Team In an effort to create a quick and 
effective measure of emotional intelligence for used in a variety of settings. 
Based on Daniel Goleman's model of emotional intelligence, the Emotional 
Intelligence Appraisal uses 28 items to measure the four main components of the 
model (self-awareness, social-awareness, self management, and relationship 
management) and takes an average of 7 minutes to complete. Item target the 
existence of skills reflective of the above components and are rated using a six 
point frequency scale where 1 reflects "never" exhibiting behaviour and 6 
reflects "always" exhibiting behaviour. The Emotional Intelligence Appraisal 
results in five final scores; an overall EQ score as well as score for each of the 
four emotional intelligence components. It also available in three different 
formats: the Me Edition (self-report), the MR Edition (in 360 degree format) and 
the Team Edition (the EQ of an intact group; Bradberry, Greaves, Emmerling 
et.al., 2003). And for each version of the test the sample consist of (N= 13000 for 
the Me Edition, N=1300 for the MR Edition, and N=350 for the Team Edition). 
The internal consistency report by the technical manual (in the form of 
Cronbach's Alfa) ranges from .86 to .99 for the Me Edition, from .73 to .94 for 
the MR Edition and from .77 to .99 for the Team Edition. 
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The Emotional Intelligence Appraisal is a complete test that can classify 
each respondent with a total Emotional Intelligence score as well as a score on 
each of the four components of Emotional Intelligence. The Emotional 
Intelligence Appraisal was found a better predictor of job performance then 
Mayer-Salovey-Caruso Emotional Intelligence Test (13% was reported for the 
Me Edition, 59% for the MR Edition, and 6% was reported for the MSCEIT). 
Work Profile Questionnaire-Emotional Intelligence Version: The 
Emotional Intelligence Version of the Work Profile Questionnaire was designed 
as a self report measure of competencies essential for effective work 
performance, the 84 item Work Profile Quesfionnaire-Emotional Intelligence 
Version gives participants a score (out of 10) for total emotional intelligence and 
a score (out of 10) for each of the seven competencies of interest: Innovation, 
self-awareness, intuitions, emotions, motivation, empathy and social skills 
(Performance Assessment Network, 2000). 
The Swinburne University Emotional Intelligence Tests: The Swinburne 
University emotional intelligence test (SUEIT) was developed by (palmer and 
Stough, 2001). The SUEIT is a self-report instrument specifically designed for 
use in the workplace which reports individuals percept of the way they feel, 
think and act at work, with emotion's on the basis of emofional information. 
The SUEIT was developed from a large factor analytic study involving the 
factor from six other emotional intelligence scales. Five factors accounted for 
58 percent of the variance and thus provide the framework for the SUEIT. The 
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SUEIT comprises of 65 items and is measured on a five-point likert scale (1= 
never, 5 = always). The SUEIT provides total emotional intelligence score as 
well as scores on five factors: 
1. Emotional recognition and expression (in oneself): The ability to identify 
one's own feelings and emotional states, and the ability to express those inner 
feelings to others; 
2. Emotions direct cognition: The extent to which emotions and emotional 
knowledge are incorporated in decision making and/or problem solving; 
3. Understanding of emotions eternal: The ability to identify and understand 
the emotions of others and those that manifest n external stimuli; 
4. Emotional management: The ability to manage positive and negative 
emotions within both oneself and others; and 
5. Emotional control: How effectively emotional states experienced at work, 
such as anger, stress, anxiety and frustration are control. The SUEIT is a uni-
dimensional model (the factors represent a set of related abilities concerning 
how effectively emotions are dealt within the workplace) that assesses the way 
people typically think, feel and act with emotions at work. 
By comparing three distinct models of emotional intelligence it is 
observed that there are theoretical and statistical similarities between the 
various concepts. On a global level, all of the models aim to understand and 
measure the elements involved in the recognition and regulation of one's own 
emotions and the emotions of others (Goleman, 2001). All models emphasize 
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that there are certain key components to emotional intelligence, and there is 
even some consensus on what those components are. For example, all three 
models of emotional intelligence implicate the awareness (or perception) of 
emotions and the management of emotions as being key elements in being an 
emotionally intelligent individual. 
A relationship between elements of the models has been established 
through statistical analyses. As by the descriptions of the measure of emotional 
intelligence are related and may be measuring similar components. Brackett 
and Mayer (2002) found significant similarities between the regulation of 
emotion subscale of the Mayer-Saolvey Caruso emotional intelligence test and 
the interpersonal EQ scale of the Bar-on Emotion quotient Inventory. 
Considerable similarities have been found between self-report measures of 
emotional intelligence. Brackett and Mayer found that two self report 
measures, the emotion quotient inventory and the self report emotional 
intelligence test, were highly correlated (r=0.43). However no relation between 
the two measures could be found when personality and positive well-being 
were controlled for, suggesting that while the two measures share variance, this 
variance may be attributable not to the measurement of emotional intelligence 
but to the measurement of other factors. 
The survey research literature concerning to emotional intelligence and related 
variables have been carried out and are presented as : 
Slaski and Cartwright (2003) studied the role of emotional intelligence 
as a moderator in the stress process. The study was conducted on a sample 
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comprised of UK managers (N=60) who took training of emotional 
intelligence. Result showed that training increased level of emotional 
intelligence and also improved health and well being. 
Donaldson-Fielder, Emma, and Bond, (2004) compared psychological 
acceptance and EI to work place and various well being outcomes (i.e general 
mental health, physical well being and job satisfaction). Results showed that EI 
did not emerge significant predictor of the well being outcomes, after 
accounting for acceptance and job control. Acceptance predicted general 
mental health and physical well-being but not job satisfaction and job control 
was associated with job satisfaction only. 
Chan (2004) assessed perceived emotional intelligence and self-efficacy 
among Chinese secondary school teachers in Hong Kong. Results showed that 
teachers scored most highly on positive utilization and emotional appraisal, 
followed by empathic sensitivity and positive regulation. While the four 
components of perceived emotional intelligence as predictors of self-efficacy 
beliefs, positive regulation emerged as the significant predictor in predicting 
general self-efficacy whereas empathic sensitivity emerged as the significant 
predictor in predicting self-efficacy toward helping others. 
Vakola, Tsaousis and Nikolaou (2004) examined the role of emotional 
intelligence and personality variables on attitude towards organizational 
change. The results indicated that there is a relationship between personality 
traits and employees attitude towards change. Similarly emotional intelligence 
was found to be a significant predictor of attitude to change. 
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Thomas and O' Hara (2006) examined the relationship among 
employees emotional intelligence, their managers emotional intelligence, 
employees job satisfaction and performance. Results revealed that the 
employees emotional intelligence was positively associated with job 
satisfaction and performance. While managers EI had a more positive 
correlation with job satisfaction for employees with low EI than for those with 
high EI. A similar finding was found for job performance. 
Chapman and Hayslip (2006) measured emotional intelligence of young 
and middle-aged adults. Results indicated that midlife adults reported 
significantly greater use of optimism as a mood-regulation strategy than was 
reported by young adults. 
Muhammad, Dawn Tracy (2006) examined the relationship between 
emotional intelligence and job satisfaction. Results indicated that an 
individual's emotional intelligence quotient was not a significant predictor of 
the level of job safisfaction. 
Chan (2006) studied the relationship of emotional intelligence and 
components of burnout among Chinese secondary school teachers in Hong 
Kong. Result showed that emotional exhaustion (dimension of burnout) is 
influenced by emotional appraisal (dimension of EI) and positive regulation 
was causally prior to depersonalization and personal accomplishment, but 
personal accomplishment could develop relatively independently from the 
burnout components through the influence of positive utilization of emotions. 
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Singh and Woods (2008) examined the joint predictive effects of trait 
emotional inteUigence (trait-EI), Extraversion, Conscientiousness, and 
Neuroticism on 2 facets of general well-being and job satisfaction. Trait-EI was 
related but distinct from the 3 personality variables. Trait-EI demonstrated the 
strongest correlation with job satisfaction, but predicted general well-being no 
better than Neuroticism. In regression analyses, trait-EI predicted between 6% 
and 9% additional variance in the well-being criteria, beyond the three 
personality traits. 
Maria et al. (2008) investigated the interrelationship between emotional 
intelligence, work stress and health and also examined the impact of socio-
demographic variables age, gender and length of service on stress and health. 
The sample of this study comprised of 180 nurses working in a general public 
hospital in Spain. Results showed that those nurses who scored high in clarity 
and emotional_repair report experienced less stress, whereas those with high 
scores in attention to emotions experience greater levels of stress. Furthermore 
they have found a positive relationship between age, length of service and 
stress among nurses. Whereas married nurses report better general health. And 
also EI and health are not related to age and length of service. 
Moafian and Ghanizadeh (2009) examined the relationship between 
emotional intelligence and self efficacy of a sample consisted of 89 Iranian 
EFL teachers from different Language Institutes in Mashhad, a city in north-
east of Iran. Results however revealed that three subscales of emotional 
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intelligence i.e. emotional self awareness,- interpersonal-relationship, and 
problem solving were found to be a good predictors of teachers self efficacy. 
Birol et al. (2009) analyzed teachers perception of emotional 
intelligence and performance management in the secondary school of the 
TRNC. The sample of the study was comprised of 253 teachers. The results 
showed significant difference in teachers' perceptions on performance 
management in terms of gender and seniority. With regard to their age there 
was no significant difference in teachers' perceptions on both performance 
management and emotional intelligence. Significant difference was found in 
teachers perceptions on both performance management and ^emotional 
intelligence in terms of school type. Besides that there was a correlafion 
between total performance management and two subdimensions of emotional 
intelligence, self-motivation and empathy and adaptation of change. 
Nelis et al. (2009) conducted their study on increasing emotional 
intelligence. Results showed that in experimental (training) group there was a 
significant increase in emotion identification and emotion management 
abilities. Even after 6 months these changes were persistent in experimental 
group. Whereas there was no as such significant change observed in the control 
group. 
Piatsidou (2010) investigated perceived emotional intelligence (EI) in 
relation to burnout syndrome and job satisfaction in primary special education 
teachers from Greece. Results showed that Greek teachers reported fairly high 
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scores in the specific factors and the overall EI. Perceived EI was significantly 
related to burnout syndrome and job satisfaction, indicating that teachers of 
high-perceived EI are likely to experience less burnout and greater job 
satisfaction. Result also revealed that emotional exhaustion can be predicted by 
satisfaction with the job itself and depersonalization is predicted by satisfaction 
with the job and with prospective promotions; personal accomplishment is 
predicted by satisfaction with the job itself as well as by an EI factor, optimism/ 
mood regulation and a demographic variable, age. 
Akintayo (2010) studied the impact of emotional intelligence and work-
family role conflict on managerial effectiveness of managers in work 
organizations in Nigeria. Findings however revealed that there was a 
significant combined contribution of emotional intelligence and work-family 
role conflict to managerial effectiveness. Also, it was found that emotional 
intelligence significantly predicts managerial effectiveness of the managers and 
there was no significant contribution of work-family role conflict to managerial 
effectiveness. 
Schutte et al. (1998) and Van Rooy, Alonso and Viswesvaran (2005) 
found that females reported significantly higher emotional intelligence than did 
males. A similar result was also found out by Atkins and Stough (2005). 
Daniel Goleman (1998) asserts that no gender differences in EI exist, he 
admitted that men and women may have different levels of strength and 
weaknesses in different areas of emotional intelligence, their overall levels of 
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EI are equivalent. However Mayer Geher (1996), Mayer, Caruso and Salovey 
(1999), and more recently Mandell and Pherwani (2003) found that women are 
more likely to score higher on measures of emotional intelligence than men, 
both in professional and personal settings. 
However, Petrides & Fumham (2000) reported that males 'overall' and 
'self motivation' estimates of emotional intelligence were significantly higher 
than females counterpart. These authors suggested males scored higher on self-
estimates of emotional intelligence than the females because females may tend 
towards self-derogation on self-report measures. 
The discrepancy may be due to measurement choice. Brackett and 
Mayer (2003) found that females scored higher than males on EI when 
measured by performance measure (the Mayer-Salovey-caruso emotional 
Intelligence Test). However when they were used self report measure such as 
Bar-On Emotion Quotient Inventory (EQ-i) and Self Report Emotional 
Intelligence Test (SREIT) observed no evidence for gender differences. 
Brown, George-Curran and Smith (2003) investigated the relations 
between career decision making self efficacy, emotional intelligence, 
vocational exploration and commitment. Further they also examined how much 
sex moderates the relationship between emotional intelligence and career 
decision making self efficacy and between EI, vocational exploration and 
commitment. Findings however revealed that EI as measured by empathy 
utilization of feelings, handling relationship whereas self control factors is 
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positively related to career decision making self efficacy and utilization of 
feelings and self control factors were inversely related to vocational exploration 
and commitment. Findings however failed to reveal that sex moderates the 
relationship between emotional intelligence and the career variables under 
investigation. 
Kafetsios (2004) probed the relationship between attachment 
orientations and EI measured as a set of abilities (perception facilitation, 
understanding and management of emotions) on a sample consisted of 239 
adults (19-66 yrs) of age. Result showed that secure attachment was positively 
related to all sub- scales (except perception of emotion) and total EI scores. 
Contrary to expectations, dismissing attachment was positively associated with 
the ability to understand emotion. Results also showed differences in EI 
abilities between age and gender groups. Older participants scored higher on 
three area of emotional intelligence i.e.facilitation, understanding and 
management Whereas females scored higher than males on emotional 
perception and the experiential area. 
In contrast, a study of pre-service (student) teachers using the RTS, by 
Perry et al, (2004) found that females reported significantly higher emotional 
intelligence than the males. Other studies were also found to show remarkably 
similar results. (Ciarrochi et al, 2000; Day & Carroll, 2004) Women scored 
significantly higher than the men on overall emotional intelligence. 
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Van Rooy, Alonso and Viswesvaran (2005) examined group differences 
in emotional intelligence scores on a sample consisted of 275 male and female 
participants. Result also showed that females scored slightly higher than males 
and EI scores tended to increase with age. Group differences were found to 
exist for ethnicity but favored minority groups, mitigating potential adverse 
impact concerns. 
Gerits et al. (2005) investigated the influence of emotional intelligence 
profiles of nurses caring for people with severe behavior problems. Results 
showed that among female nurses fewer symptoms of burnout were reported 
with relatively high emotional intelligence profiles and relatively low social 
skills. Males with higher problem-solving and stress-tolerance skills were 
found to show less burnout. No specific cluster types with a significant relation 
to absenteeism due to illness or job turnover could be identified. Many 
researchers and authors recommended that further studies explore the 
relationship between gender and emotional intelligence (Barchard & Hakstian, 
2004; Perry, C, Ball, I. & Stacey, E. 2004; Schaie, 2001; Van Rooy, David L., 
Alonso, A. & Viswesvaran, C. 2005). 
To be deemed intelligence, emotional intelligence should increase with 
age and experience as is the case with other cognitive abilities (Mayer et al, 
1999). However, results in these studies may have been affected by restriction 
of range for age and experience which may make it difficult to detect 
relationships with emotional intelligence (Schaie, 2001). 
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Day and Carroll (2004) found that years of experience (studying in 
university) correlated positively but weakly with overall emotional intelligence 
and with three of four subscales of the MSCEIT. 
Emotional intelligence might be higher in executive populations than it 
is among those working in more general roles in organisations (Palmer, 
Gardner & Stough, 2003), which supports previous assertions that emotional 
intelligence might be associated with higher occupational status and success 
(Goleman, 1995; 1998). The relationship between age, length of experience, 
current status and emotional intelligence remains still unclear and further 
research is required. 
Examining studies to find out the relationships between age and emotional 
intelligence. It is reported that a study conducted on 3821 US and Canadian 
citizens found a significant increase in emotional intelligence with age, at least 
until the early 50's.However, this relationship was limited to the subscales, 
independence, social responsibility, optimism, reality testing and problem 
solving (Rippeth, 2003). With the exception of problem solving, these subscales 
are not usually included within models of emotional intelligence emphasizing 
emotional abilities. 
Mayer, Caruso and Salovey (2000) compared 229 adolescents with 
approximately 250adults using the MEIS scale and found significant increases 
by age in the Faces, Synesthesia and Blends tasks as well as in the overall 
combined test scores. Furthermore, it is notable that only 3 of the 12 subscales 
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of the MEIS showed significant age effects even though adolescents were 
included. 
It is suggested that with age, adults make more use of emotions in goal-
setting and in evaluating courses of action (Carstensen et al., 2003; Carstensen 
et al., 2000). Aging is also associated with an improvement in memory for the 
emotional aspects of experiences (Carstensen & Turk-Charles, 1994). The 
studies by Labouvie-Vief and Loevinger's ego development theory both 
suggest that, with higher stages of ego development, affective and cognitive 
processes should become more complex and integrated. To the extent that ego 
development is correlated with age, we might expect. Emotions Direct 
Cognition to increase. There is also quite direct evidence that older people 
make more use of emotion in problem solving about interpersonal matters 
(Blanchard-Fields, 1997).The main evidence for a positive correlation between 
emotional intelligence and age is presented in the manuals for the MSCEIT 
(Mayer, Salovey & Caruso, 2002) and EQ-i:S (Bar-On, 1997). Even so, effect 
sizes for age appear to be very small (Atkins & Stough, 2005). Results from an 
Australian study provide some support for a weak significant correlation 
between age and emotional intelligence (Palmer, Manocha Gignac & Stough, 
2003). 
In a paper by Atkins and Stough (2005) the relationship between age and 
emotional intelligence was explored with studies using the MSCEIT and the 
SUEIT. Only the SUEIT subscale 'Emotions direct cognitions' was 
43 
significantly and positively correlated with age, especially for women 
executives. In contrast, there were no significant age effects for overall 
emotional intelligence or any of the four branches of emotional intelligence 
when measured by the MSCEIT. Similar results have been found out in other 
studies (Day & Carroll, 2004; Perry et al, 2004). 
1.2 JOB INVOLVEMENT 
Human behavior plays a significant role in maximizing organizational 
effectiveness, regardless of technological development. More specifically any 
effort to maximize organizational effectiveness requires a high degree of job 
involvement among the members of an organization (Elankumaran, 2004). Job 
involvement is an important motivational variable for any organization. In the 
modern economic era, so as it also contributes to the overall availability of 
human resources (Gore, 2001). For highly involved employees, their seems 
inexorably connected to their diverse identities, interests and life goals, as well 
as the satisfaction that they can derive from performing their job duties 
effectively. 
More involved persons also feel more competent and successful at work, 
they believe that their personal and organizational goals are compatible and 
tend to attribute positive work outcomes to their internal and personally 
controllable factors. However, because some people exhibit less variability in 
their efforts than others, it may be of interest for the organization to identify 
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which employees, whether managers or supervisors, are more prone to 
variability in their responses. 
Furthermore, organizations need to icnow how to achieve the highest 
degree of job involvement or improve these levels. Although all organizations 
are likely aspire to encourage a high degree of job involvement, and also this is 
extremely difficult, largely due to inherent differences in the degrees of job 
involvement among employees. These differences may be owing to variations 
in personality, a key difference of variables. Thus, even though enriching 
individual dimensions might help to solve behavioral problems and thereby 
contribute to organizational effectiveness . 
The research literature concerning to the concept of job involvement 
reveals that Durkheim an eminent sociologist introduced the concept of Job 
Involvement in the year 1893, emphasizing the importance of job involvement 
in industrial set up since then the social science researchers realized the 
importance of the concept and put their efforts in this direction to pursue 
research on job involvement. Although voluminous amount of research has 
been conducted on this construct during the past two-three decades but still a 
certain amount of confusion needs to be dispelled. The term job involvement 
was used in varied contexts and often conftised with central life interest, work 
role involvement, ego involvement, ego involved performance, occupational 
involvement, morale, intrinsic motivation, job satisfaction and finally job 
involvement. Different interpretations of job involvement can be broadly 
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categorized into two distinct ways. The first series of definitions seems to tie 
together the concept of self-esteem. Individuals have been described job 
involved if they view it as important to their life interest (Dubin, 1956) and 
perceive performance as central to their self-esteem (Gurin, Veroff and Feld 
1960). Vroom (1962) describe a person as ego-involved in a job by the level of 
his self-esteem which is affected by his perceived level of performance. In 
other words Vroom explained job involvement exists when a person's feeling 
of esteem is increased by good performance and decreased by the bad 
performance. These definifions describe that a job involved person is very 
much personally involved by the whole job situation, his coworkers, work 
itself, the company. 
The second conceptual way of describing job involvement is "the degree 
to which a person identifies psychologically with his work or the importance of 
work in his total self-image" (Lodahl and Kejner, 1965). He is credited for 
developing a scale to measure the job involvement. Since then within a very 
short period of time the phenomenon of job involvement gained popularity 
among managers, supervisors and psychologists and these people started 
considering job involvement as a criterion for measuring work performance of 
employees. Lodahl and Kejner (1965) is prominent in the area of job 
involvement, while explaining the concept of job involvement put greater 
emphasis on the internalization of values. It is therefore, quite reasonable to 
mention that value orientation toward work is learnt in early socialization 
process. Lodahl (1965) emphasized that during the process of socialization 
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certain work values are injected into the self of the individual that remain 
dynamically active event at the later stage in the form of attitude towards job. 
Seigal (1969) emphasized that workers sex, early socialization process and 
organizational variables is responsible for developing the job attitude among 
employees. This suggests that the fresh job holders/ candidate are likely to be 
involved in their job if their socialization background is conducive for the 
development of such an attitude (Akhtar and Kumar, 1978). 
According to Katz and Kahn (1966) job involvement is a moderator 
variable between satisfaction and performance. While Weissenberg and 
Gruenfeld (1968) think of it as a quasi indicator of motivation. Patchen (1970) 
considered job involvement as convenient label summarizing several 
characteristic that make the job more important and potentially more satisfying 
to the individual. Lawler and Hall (1970) provided theoretical and empirical 
evidence to distinguish job involvement from need satisfaction and intrinsic 
motivation. They stated that job involvement refers to the degree to which a 
person's total work situation is an important part of his or her life. Rabinowitz 
and Hall (1977) pointed out that job involvement is an individual different 
variable, whether primarily an attribute of the person or a response to the work 
environment. If job involvement is a stable attribute of a person it is somewhat 
a kin to a personality characteristic, such that job involvement represent the 
employees response to the psychological stimulations that characterizes the job. 
However, if job involvement reflects the working environment and particular 
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work characteristics, it requires consideration from the perspective of work 
organization and work design. 
However there was lack of agreement or differences concerning what 
job involvement represents. Kanungo (1979, 1982) gave new direction to the 
traditional concept of job involvement. He proposed a clear distinction between 
job involvement and work involvement. Whether an individual is involved in a 
job and is dependent upon the extent to which the job satisfies his salient needs 
and hence job involvement in this respect is more situationally determined. On 
the other hand work involvement is considered to be a more stable 
psychological characteristics. Evidence of this conceptual distinction has been 
provided by Gorn and Kanungo (1980), Kanungo (1982), Misra, Kanungo and 
Von Rosenthal and Stuhler (1985) and Elloy and Cornelius (1986). 
Saleh (1981) argued that 'job involvement is a multidimensional concept 
of involving structural components of cognitive, evaluative and behavioural 
intensions. Rabinowitz, Hall and Goodale (1977) and Saal (1978) reported that 
both individual (personality) differences and situational (job) variable 
contribute to the prediction of job involvement. Blau and Boal (1987) stated 
that "job involvement is the degree to which employees immerse themselves in 
their job and invest time and energy in doing their job and view their work is an 
integral part of their overall lives". On the basis of their explanation the job 
involved employees seems to have firm belief in work ethic, exhibit high 
growth needs to enjoy taking part in decision making as a result of it the 
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employees will seldom be tardy or absent and they are willing to work for 
longer hours and they are often willing to be high performers. 
Review of studies on job involvement pertaining to proposed definitions 
make it clear that there are three important factors responsible for the creation 
of job involvement (1) factors related to employees (2) aspect of work itself (3) 
organizational conditions. These three factors considered to be the essential 
determiners of job involvement. 
Numerous studies have been done on job involvement since the work 
done by Lodahl and Kejner (1965). Almost in the same year Bass (1965) have 
found that job involvement to be positively related to work performance. 
Rabinowitz, Hall and Goodale (1977) posits that personal and environmental 
variables are equally important though Newton and Keenan (1983) indicate that 
environment variables can better predict job involvement, whereas another 
study considers personal attributes are more relevant (Mc Kelvey and Sekaran, 
1977). Ronyon (1973) and Reitz and Jewell (1979) advocated job involvement 
as a relatively personal characteristic and observed that men are likely to value 
work more than women but Lennon (1987) obtained different results. In 
controlled work autonomy situation women's were found to be more involved 
with their job than man. Thus it appear that both personal attributes and work 
environment predict job involvement. 
Saal (1978) proposed that the situational (job) characteristics and the 
personal - psychological variables shared more common variance with job 
involvement then did personal demographic variables. 
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Knoop (1980) investigated the relationship between job involvement 
and three sets of variables: nine personal (age, sex, marital status, education, 
overall experience, non teaching experience, present school experience, 
income, and locus of control), three structural (size of school, location of 
school, and hierarchical position), and eight job factors (overall job 
satisfaction, satisfaction with supervision, satisfaction with coworkers, 
participation in decision-making, job motivation, closeness of supervision, 
consideration, and initiating structures). The sample of the study represented 
838 elementary and 975 secondary school teachers in Ontario. The analysis 
indicated that involvement is mainly related to three variables i.e job 
motivation, job satisfaction, and marital status. Three other variables-
participation in decision-making, educational level, and satisfaction with 
supervision-were only significantly related to involvement for secondary 
school teachers. When the results were analyzed by sets of variables, it was 
observed that the job factors were found only related to involvement for both 
the samples. 
Randall and James (1980) studied absenteeism, job involvement and job 
satisfaction on organizational settings. Results indicated that both job 
satisfaction and job involvement were inversely related to absenteeism, but job 
involvement was more consistently related to absence behavior. 
Anantharaman and Subha (1980) suggested that job involvement is 
related to higher order need of self actualization. 
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Anatharaman and Deivasenapathy (1980) studied job involvement 
among managers, supervisors and workers of public sector unit. The results 
have found that managers were more involved in their job than that of 
supervisors and workers. In contrast the workers were less involved that 
supervisors. Therefore we may say that the managers, supervisors and workers 
were found to differ significantly from each other in term of their job 
involvement. 
Huszczo (1981) examined the correlates of job involvement, satisfaction 
and motivation. Results indicated that job involvement only differed more 
significantly from motivation than from satisfaction on its correlates with 
performance, and with dissatisfaction with autonomy needs. Satisfaction with 
the higher order needs of esteem and self realization explained significant 
variance in general job satisfaction. Motivation appeared to be a more 
important predictor of job involvement than satisfaction measures. 
Komaraju (1981) analyzed the influence of nature of organizations 
(public or private sector) on three job attitude variables -job involvement, job 
satisfaction and intrinsic motivation. Discriminant function analysis showed 
that within the private sector the lower management had significantly higher 
degree of job involvement than the middle management, furthennore the 
middle managers in the public sector had a greater degree of job involvement 
than their counterparts in the private sector. 
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Malinowska (1987) examined elements of job satisfaction and 
individual social background among four professional groups (doctors, 
engineers, lawyers and teachers), as well as their differences in level of job 
satisfaction. Although there were some differences between professional 
groups in terms of work satisfaction/ dissatisfaction stemming from the 
different prestige ascribe to each profession, they faced similar problems and 
derived similar satisfaction from their professional work. 
Frone and Major (1988) investigated whether job involvement 
moderates the relationship between perceived communication quality and job 
satisfaction using questionnaire data from 93 nurses and managers. Finding 
however revealed that the quality of information received immediate 
supervisors, co-workers, and subordinates were positively related to job 
satisfaction among highly job involved subjects but was unrelated to job 
satisfaction among low job involved subjects. The quality of information 
received from the hospital administration was positively related to job 
satisfaction for both high and low job involvement subjects. 
Singh (1989) studied the relationship between job involvement, job 
satisfaction, morale and performance of public and private sector employees. 
The result showed insignificant relationship between job involvement, job 
satisfaction and morale of employees working in two types of organizations. 
Knoop (1995) examined whether involvement in work and job, 
commitment to the employing organizing and satisfaction with the job would 
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be significantly related to 171 nurses (aged 35-45 years). The results showed 
that involvement was not related to satisfaction with work and promotion 
opportunities. The degree of relationship between overall and specific facets of 
satisfaction and commitment and between involvement and commitment was 
moderately high. 
Fresko, Kfir and Nasser (1997) used to predict commitment to teaching 
as measured by the extent to which teachers expressed an unwillingness to 
change careers. Results revealed that only job satisfaction could directly predict 
commitment. Other factors such as professional self-image, abilities, gender, 
job advancement and pupil grade level were indirectly related, generally 
through their relationship with satisfaction. Teaching experience was unrelated 
to other variables in the model. 
Bhatt (1997) investigated the relationship between job stress, 
involvement and job satisfaction among primary school teachers. Results 
indicated that incase of the primary school teachers' job stress was highly 
significantly and positively correlated with job satisfaction. 
Aminabhavi and Dharanendriah (1997) conducted a study to identify the 
factors that contribute to job involvement among doctors, engineers, lawyers 
and teachers (aged 3 0 - 6 0 years). Results showed that the selection of 
occupation expressed with regard to job satisfaction and socio-cultural 
background contributed significantly to job involvement of the professionals. It 
was also found that the professionals who choose their occupation and 
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expressed higher job satisfaction and the professionals who came from upper-
middle stratum of socio-cultural background showed higher job involvement 
than their counterparts. 
Kalbfleisch, and Bach (1998) investigated 4 model on the relations 
among mentoring job expectation, job reward value, job involvement and 
organizational commitment. Result showed that mentoring and job 
involvement were increased by job reward value. A direct effect on 
organizational commitment was found for mentor assistance in learning skills. 
Naaz (1999) examined the effects of job characteristics and certain 
demographic variables on job involvement among textile workers. Results 
indicate that only one job characteristic i.e. skill variety was found to be 
significant predictor of job involvement. 
Shadur, Kienzle and Rodwell (1999) studied the relationship between 
employee perceptions of involvement and organizational climate. A sample 
comprised of 269 employees of information technology company. The results 
showed that supportive climate and commitment was significantly predicted 
each of the employee involvement variable (i.e participation in decision 
making, team work and communication). 
Bhargava and Kelkar (2000) assessed Organizational structure as well as 
corporate culture, job involvement, job satisfaction, and empowerment. Results 
indicated that job satisfaction and empowerment were positively related to job 
involvement. Centralization was positively related to job involvement but 
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negatively to job satisfaction and empowerment. Negative corr^^nrar^j 
centralization with job satisfaction and empowerment indicated the importance 
of decentralization for managing people in organizations. 
Sjoberg and Sverke (2000) investigated that whether job involvement 
and organizational commitment interactively influence turnover through the 
intension to quit. Longitudinal data were collected from a survey of 535 
members (mean age 41.2 years) of nursing staff. The result showed that 
turnover intension mediates the additive and multiplicative effect of job 
involvement and organizational commitment on actual turnover. 
Hackett, Lapierre and Hausdorf (2001) investigated the conceptual 
distinctiveness and causal links between organizational commitment (OC), 
occupational commitment (OCc), job involvement (JI), Work Involvement and 
intension to withdraw from the organization in a sample of 748 nurses. They 
reported that work involvement affects both OC and occupational commitment 
indirectly through its effect on job involvement. Furthermore, JI affects 
intension to leave the organization indirectly through its effect on Occupational 
commitment. Analysis also suggest that OC and occupational commitment 
have direct and indirect effects on both forms of withdrawal intensions. 
Goulet and Singh (2002) examined the effect of Job Involvement, 
Organizational Commitment, Need for achievement, Work Ethics on career 
commitment. Further they also add some situational variables like 
(organizational uncertainty, fear of job loss, and job fit) as well as the effect of 
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family involvement and number of dependents. The results support the 
hypothesis that job involvement, organizational commitment and job 
satisfaction are positively related to career commitment and provide some 
support for a similar effect of need for achievement and work ethics. As 
predicted fear of losing one's job was negatively related to career commitment, 
whereas 'job fit' was positively related. The extra work variables did not have 
any significant effect on career commitment. 
Mudrack (2004) reported that higher job involvement is an inherently 
desirable attribute of employees. 
Koeske, Litchenwalter nd Koeske (2005) conducted a study to find out 
the Current and Desired Involvement in various practice activities among social 
workers. Data were collected from (N=214) Human Service Employees who 
rated 13 practice activities on both the degree of current and desired 
involvement. The activity working with disadvantaged was highest rated for 
Current Involvement (CI), but was fourth rated in Desired Involvement (DI). A 
significant difference between (CI-DI) was found at (p<.01). The activity 
working with voluntary clients private practice and all macro practice activities 
(e.g, administration, policy development, supervision) were rated significantly 
and substantially higher on desired involvement than on current involvement. 
Respondents who were most highly involved in working with the poor, but 
desired less involvement reflected a response pattern suggestive of demoralized 
agency workers aspiring to private practice with voluntary clients. Higher (CI-
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DI) discrepancies were found associated with lower job satisfaction and social 
work identity and higher burnout and intension to quit. 
Yang, Kao and Huang (2006) examined the relationship between job 
self efficacy and job involvement. The study was conducted on a sample 
consisted of 419 nursing teachers working in government and private institutes 
of technology and junior colleges in Taiwan. Results revealed significant 
difference in both the job self-efficacy and job involvement of clinical nursing 
teachers were at a medium to high level and that significant differences exist 
due to differences in age, marital status, teaching seniority, teacher 
qualifications, and job satisfaction. Secondly, samples have significantly 
different performance in self-efficacy due to differences in education level 
attained and the medical institution to which nursing teachers had been 
assigned. Self-efficacy and job involvement was found significantly positively 
correlated. 
Sonentag and Kruel (2006) examined job stressors, job involvement 
and recovery related self efficacy on psychological detachment of work. A 
sample consisted of 148 school teachers. Results showed that workload, job 
involvement, and recovery related self efficacy were significant predictors of 
both self-rated.and family, rated.psychological detachment. 
Ishwara and Laxman (2007) conducted their study on job involvement 
among university teachers. A sample consisted of 152 teachers, 60 Lecturers, 
47 Readers, and 45 professors-whose average age ranged between 36 to 49 
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years. The results indicated that around 60% of the university teachers 
perceived and reported to have moderately involved in the job. There is no 
significant difference in the level of job involvement among university 
teachers, irrespective of their cadre. All the teachers are perceived to have more 
or less the same level of job involvement. 
Giffrin et al. (2009) examined job involvement, job satisfaction, 
organizational commitment and burnout of correctional staff Results showed 
that, job satisfaction had an inverse relationship with emotional exhaustion, 
depersonalization, and a sense of reduced accomplishment at work, whereas job 
stress had a significant positive relationship with depersonalization and 
emotional exhaustion. Job involvement also had a positive association with 
emotional exhaustion, whereas commitment to the organization had no 
relationship with any of the three dimensions of burnout. 
Gechman and Wiener (1975) examined the influence of job involvement 
and satisfaction as related to mental health and personal time devoted to work. 
In this study they took a week-long daily record and self-report measures of job 
involvement, satisfaction, and mental health were completed by 54 female 
elementary school teachers. Results showed that devoting personal time to 
work-related activities was positively associated with job involvement, but 
unrelated to job satisfaction. Mental health was positively related to job 
satisfaction, but did not correlate significantly with involvement. These 
differential relationships support the view that satisfaction and involvement 
should be thought of as separate and distinct job attitudes. 
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Sarah and Khandelwal (1988) attempted to find out the relationship of 
job involvement to perceived outcomes importance and to demographic 
variables, of dual career couples. Men were found to be significantly more 
involved in their jobs than women. Education, age and income were all 
positively related to job involvement. 
Srivastava and Krishna (1994) conducted a comparative study to 
compare male and female teachers with regard to their work motivation and 
involvement. The results revealed that male teachers maintain markedly higher 
level of work motivation and job involvement as compared to their 
counterparts. Furthermore, teachers' work motivation generated by most of 
their needs positively correlated with their job involvement. 
Fuknishi and Hattori (1997) Examined the influence of Type A behavior 
pattern with job involvement. Dataiwere collected from Japanese Male patients. 
Results were indicated that severity of depression was significantly correlated 
with Global TAB of the depression as well as other mood states such as anxiety 
and fatigue. It may also be concluded that TAB, in particular job involvement 
may be a predictor for depression and also a cardiac attack. 
Smart (1998) tested D.E. Super's Career Stage Model(1957), by 
examining whether differences in Australian professional women's (aged 21-
63) attitude towards work varies;across the career life cycle. Results indicated 
that satisfaction with pay and job involvement were lowest in the exploration 
stage while women in the maintenance stage were more committed to their 
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profession and more involved in their careers than women in establishment and 
exploration stages. The research finding suggested that super's career stage 
model is a useful fi-amework for understanding women's career development. 
Stewart-Belle and Lust (1999) conducted a study to ascertain the role of 
Type A Behavior Pattern (TABP) in predicting several types of career 
movement of women. A sample consisted of 86 female employees (aged 21-60 
years) working in the energy industry. Findings were reported that in general 
TABP, and in particular job involvement facets of TABP, had a strong impact 
on several types of promotion; they were the key predictors of promotion 
associated with lower level positions. 
Burke (1999) examined gender differences in a predominantly white 
managerial sample of 530 subjects by 3 workaholism components an 
workaholic job behavior. Although females and males were found to differ on 
many personal and situational demographic character, and were similar on the 
3 workaholism components; work involvement, feeling driven to work and 
work enjoyment. Females reported higher levels of particular workaholic job 
behaviors (e.g, perfectionism, job stress) likely to be associated with lower 
levels of satisfaction and well being. 
Diefendorff et al. (2002). examined the roles of job involvement and 
work centrality in predicting organizational citizenship behaviors and job 
performance. Results showed that job involvement is a significant predictor of 
supervisor ratings of organizational citizenship behaviors (OCB) and in role 
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performance, controlling for work centrality and other individual difference 
variables. They have also reported that sex moderates some of the job 
involvement and OCB relationships, with females having a strong positive 
relationship between these construct than males. 
Ekore and Onomerike (2004) investigated the influence of sex, number 
of dependants and family responsibility on job involvement. A sample 
consisted of 200 employees working in two multinational corporation in 
Ibadan, Nigeria. The result of the study indicated that females were more 
involved in their job than the male workers. Number of dependants was found 
to have high positive relationship with job involvement. 
Aryee (2009) tested an integrated model of the job involvement 
process (Chusmir, 1982).Data were collected from male and female (N=127) 
high school in Singapore. Results of the ANNOVA showed that significant 
mean difference in job involvement, work role salience, and intemality 
between men and women. And the hierarchical multiple regression showed that 
44% variance in job involvement for women and 56% variance for men, 
respectively. . For both samples, the personal-psychological class of 
antecedents made the highest contribution, followed by job circumstances. 
Three significant predictors were similar for men and women (work role 
salience, need for achievement, and job satisfaction), while work challenge and 
household coping mechanisms were significant for men and organizational 
support was significant for women. None of the family characteristics were 
significant for women. 
61 
Anantharaman (1980) attempted to find out the relation of job 
involvement to age, tenure, income and locus of control among nurses. The 
results indicated that age tenure and internal locus of control were significantly 
related to job involvement. 
Madhu and Harigopal (1980) examined the relationship between Role 
Conflict/ Role Ambiguity and job involvement, job performance, age and job 
tenure. Results for the non-technical sample reported that (a) negative 
relationship between Role Ambiguity and job involvement and job 
performance (b) positive relationship between Role Conflict and Role 
Ambiguity and (c) positive relationship between job involvement and job 
performance. Role Conflict correlated positively with age for the technical 
sample. 
Anantharaman and Sarah (1983) attempted to find out the differences if 
any in job involvement among industrial employees. Managers were found to 
be more job involved than supervisors and workers. Age, tenure and education 
of the respondents were positively, correlated with job involvement. 
Patel (1999) investigated the impact of age on job involvement and 
organizational commitment of nationalized and cooperative bank employees. 
Results revealed that younger employees of both nationalized and cooperative 
banks significantly differ with:middle aged and elderly groups of employees, 
the former group exhibit less job involvement and less organizational 
commitment than the later group of employees. Nationalized and cooperative 
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bank employees belonging to the same age group did not significantly differ 
with each other on job involvement. 
Warr, and Doris (2001) examined a function of age in combination with 
demographic and work characteristic. Result showed that no significant age 
differences for male employees' initiative in job behavior, but a negative age 
pattern was found for men's and women's initiative in educational activities. 
But when measured by questionnaire self reports and by spouse descriptions 
initiative tend to be greater at older ages. 
Das (1982) examined the relationship between demographic variables of 
job involvement of managers. The; results showed that the managers who have 
worked for more than 15 years were found to be mere involved and the 
managers who have spent ten to fifteen in their job showed lowest job 
involvement. The result also revealed that middle management executives were 
significantly lower in job involvement as compared to the higher and junior 
level executives. 
Joshi (1999) examined the relationship between age, job experience, 
monthly income and educationaHevel of the individual employee of public and 
private with work involvement. The findings however revealed that employees 
age, job experience and monthly income were found significantly associated 
with their job involvement and it was also observed that employees job 
satisfaction and job involvement'arei significantly associated. 
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1.3 AIMS AND OBJECTIVES 
The present researcher made a survey of literature on the concept and 
related variables pertaining to the topic of the present study and observed that 
social science researchers have conducted numerous studies bearing some 
direct or indirect relevance with the variables of the present research work. The 
review of research literature as mentioned in the preceeding chapter gives an 
indication that there is a need to conduct a study of job involvement of school 
teachers because this group has been partially touched by the earlier 
researchers. From the review of literature the researcher got empirical evidence 
that a number of studies have been conducted on managers, nurses, bank 
employees, college and university level of teachers but very few have been 
conducted on school teachers. Though research is an unending process and 
every researcher begins his/her research work with greater expectations but has 
to limit the realm of investigation because of various constraints. However the 
present researcher made all possible efforts to make this small piece of 
research work more scientific and relevant from various perspectives. The 
present research is an attempt to ascertain the impact of emotional intelligence 
and its subscales on job involvement of teachers. The sample selected for this 
study seems to be unique because the previous studies did not include sample 
representing school teachers from government, university and public schools, 
so conducting a study on this group may fill a void which exists in this area. 
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The present study would highlight the effect of emotional intelligence, 
its various dimensions and personal demographic variables such as age, gender, 
length of teaching experience affect on job involvement of teachers working in 
government, university and public schools. The findings of this study would 
enable us to evolve several training courses or to suggest various ways and 
means that could be useful to enhance the level of emotional intelligence and 
job involvement of teachers. 
1.4 HYPOTHESIS 
When a social science researcher plans a study to see the influence of 
independent variables on dependent variable it requires systematic and 
objective enquiry to arrive at conclusive answers pertaining to the variables 
under study. So, for any systematic and objective enquiry every researcher has 
to formulate hypothesis because it is an important tool or principle instrument 
for proper evaluation in research process. The hypothesis refers to a provisional 
idea whose merit requires evaluation or it is a tentative explanation for an 
observation or scientific problem that can be tested by further investigation. A 
hypothesis requires more work by the researcher in order to either confirm it or 
disapprove it. According to Kerlinger (1983) "hypotheses is significantly 
important in every scientific investigation because they are working as 
instrument of theory, have a prediction value and also they are powerful tools 
for the advancement of knowledge and making interpretation meaningful". 
Michael (1985) stated that "hypothesis is a pre assumption which provides the 
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basis for investigation and ensures the proper direction in which the study 
should proceed". 
In this research investigation the present researcher formulated some 
research questions and hypotheses which are as stated below: 
1. Is there any significant difference between high and low emotional 
intelligence concerning to the job involvement of school teachers. 
2. Is there any significant difference between Male and Female school 
teachers in terms of job involvement 
3. Is there any significant difference between Male and Female school 
teachers in terms of emotional intelligence and its various dimensions 
4. Is there any significant difference in terms of job involvement of 
teacher high and low in age. 
5. Is there any significant difference in terms of emotional intelligence of 
teachers high and low in age. 
6. Is there any significant difference between teachers having high and low 
Job experience concerning to their job involvement 
7. High and low self-awareness (a dimension of EI) group of school 
teachers will not differ significantly on job involvement. 
8. High and low self-regulation (a dimension of EI) group of school 
teachers will not differ significantly on job involvement. 
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9. High and low motivation (a dimension of EI) group of school teachers 
will not differ significantly on job involvement. 
10. High and low social-awareness (a dimension of EI) group of school 
teachers will not differ significantly on job involvement. 
11. High and low social-skill (a dimension of EI) group of school teachers 
will not differ significantly on job involvement. 
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Chapter II 
MetfiodoCogy 
Chapter II 
METHODOLOGY 
Research is a continuous endeavour in all disciplines and is conducted for 
many reasons. In conducting any scientific research methodology play very 
important role, therefore a research investigator has to take into consideration 
various steps that are essentially required to carry out a scientific research and 
to draw meaningful conclusion. The investigator must take utmost care in 
working out a neat research design and the study should be conducted in a 
planned and objective manner because a research activity requires objective 
and economy of procedure to discover some facts and interpret the obtained 
findings in the light of earlier researches. A research work to be called 
scientific if it is conducted in a systematic manner. So as the researcher must be 
careful in selecting the sample employing appropriate sampling technique, 
selecting valid and standardized tools and choosing adequate statistical 
technique for the analysis of data. All these important steps to be carefully 
followed to make a research investigation objective and scientific and it will 
serve a strong basis of making predictions and drawing meaningful 
conclusions. According to Lindquist (1956) "the research are designed to 
proceed in a planned manner to control variance and to ensure pertinent 
research questions". Edward (1968) stated that "In research we do not 
haphazardly make observation of any or all kinds but rather our attention is 
directed towards those observation that we believe to be relevant to the 
question we previously formulated, the objective of research as organized by 
all sciences, is to use observation as a basis of answering the question of 
interest. The main function of any scientific design is to maximize the effect of 
systematic variance, control extraneous variance and to minimize the effect of 
error variance (Broota, 1989). Referring to the above explanation in the 
persued of a scientific investigation in the field of psychological research the 
present investigator took maximum precaution in completing this small piece 
of research work. 
2.1 Sample: 
In social science researches a research investigator faces some problems in 
deciding the selection procedure, of the sample and the sample size because of 
its greater relevance in a scientific investigation. It is not possible to include 
each and every member of the population of interest because it is not in the 
perview of an investigator because of so many constraints so the sample is 
selected from the population of interest. According to Mohsin (1984)"sample is 
a small part of the total existing events, objects or the information". Kerlinger 
(1983) stated that "sample is a portion of population or universe as to be the 
representative of that population or universe". Thus sampling is a process of 
drawing a small portion of population representing the characteristic of the 
entire populadon of which sample is. a part. Purposive random sampling was 
used for the selection of various groups of teachers working in government, 
public and university schools for this study. 
69 
Distribution of Sample 
(Teachers working in different schools) 
N = 240 
i I 
Government School 
Teachers 
80 
PubHc School 
Teachers 
80 
University School 
Teachers 
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The sample was also further split on the basis of socio-demographic 
variables (i.e. age, sex, length of teaching experience and their educational 
level). The educational level of government, public and university school 
teachers ranges from B.A, B.Sc./B.Ed., MA, M.Sc. with or without M.Ed. Out 
of 240 school teachers there were 150 females (62.5%) and 90 males (37.5%). 
Their ages ranged between 25 to 60 years. The mean age was 38.33, SD=10.67 
and median age was 38 years. The number of years of teaching experience 
ranged between 1 to 40 years. The mean length was 12.56, SD=9,25 and 
median length was 10 years. The teachers included in the samples were 
permanent employee in their respective schools. 
2.2 Tools Used: 
Emotional Intelligence: Emotional intelligence Scale (EIS) developed and 
standardized by Singh (2004) was used to measure emotional intelligence of 
various groups of school teachers, EIS contains 60 items with 5 subscales i.e. 
self-awareness, self-regulations, motivation, social awareness, social skill. It is 
a 5 point rating scale: 1 = Not at all describe me, 2 = describe me a little, 3 = 
describe me moderately well, 4 = describe me well, 5 = describe me very well. 
And all the subscales have equal number of items (i.e. 12 items in each 
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subscale). The total scores of all the 60 items will provide with total emotional 
intelligence scores of the subject. The scores of a respondent will range 
between 60 to 300. The higher scores indicate the high level of emotional 
intelligence and the lower scores indicate the low level of emotional 
intelligence in their respective areas. The Alpha reliability of this scale was 
found to be 0.70. 
Job Involvement Scale; The Job Involvement Scale (JIS) developed by Singh 
(1984) for the purpose of measurement of employees Job involvement. There 
are 54 items and each item to be rated.on 4point scale 1 = strongly disagree 2 = 
disagree, 3 = agree, and 4 = strongly agree. The statement included in the test 
measures intrinsic motivation, attachment to work, fulfillment of organizational 
goals and organizational identifications. Out of 54 items, 35 were positively 
worded and 19 items were negatively worded that require reverse scoring. The 
overall job involvement score will be determined by arithmetic summation of 
all the positive and negative items. Thus, the minimum and maximum possible 
score on Job involvement scale will range between 54 to 216. The low score 
indicate the low job involvement and high score indicates the high job 
involvement. The reliability of the scale was computed by the Cronbach's 
(1951) coefficient technique and was found to be 0.83. The scores on job 
involvement scale of Lodhal and Kejner (1965) were used as one of the 
validation criteria for the present scale. The coefficient of correlation between 
the scores on the two tests was found to be 0.93 (N = 400). 
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Procedure: Participants were contacted in different schools individually that 
includes government schools, university schools and State run public schools 
were identified for the selection of samples from Aligarh District. The 
researcher briefly outlined about the study to each and every teacher in each 
school. Those participants who volunteered to participate in the study, the 
present researcher administered Emotional Intelligence and Job Involvement 
scales on them and were assured that their responses will be kept strict 
confidential and only be used for research purpose. All the participant 
cooperated willingly. A total number of 300 questionnaire were distributed in 
different schools out of which 270 (90%) were returned. Having obtained 
returns the responded questionnaire was thoroughly scrutinized. The 
incomplete questionnaire were discarded and finally sample size is equal to 240 
(N=80 in each group). No data identifying individual teacher or their school 
were coded. 
Biographical Information Blank: In order to take relevant information of the 
subject biographical information blank was prepared that give information 
about respondent's age, gender, qualification, length of teaching experience 
and teacher's status. 
2.3 Statistical Analysis: 
The use of statistical technique for data analysis depends upon the design and 
nature of data of the proposed research work. In this study we have to compare 
the groups in terms of Emotional Intelligence and job involvement of three 
groups of school teacher (Government, Public and University). The present 
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researcher took maximum precautions in selecting suitable statistical technique 
and deciding to use 't' test. The t-test is most suitable powerful parametric test 
and will serve the purpose of finding out the significance of mean differences 
between the groups. 
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Chapter III 
RESULTS AND DISCUSSION 
The purpose of the present study was to ascertain the impact of emotional 
inteUigence and its various dimensions and certain demographic variables -
age, gender, and length of teaching experience on job involvement of teachers 
working in government, university and public schools. To meet out the 
objectives of this study the descriptive and inferential statistics were used to 
analyze the obtained data. The t-test was used to see the significance of 
difference between the mean job involvement score of high and low emotional 
intelligent group of teachers. The group of teachers were also compared in 
terms of age, gender and job experience. On the basis of the median and also 
Ql and Q3 cut points the low and high groups were formed. The resuhs 
obtained and their discussion have been presented in various tables. 
TABLE 3.1 
Showing the Means and SDs of three groups of school teachers on 
emotional intelligence scale and its dimensions and also on job 
involvement scale 
Dimensions of 
Emotional intelligence 
Self-awareness 
Self-regulation 
Motivation 
Social-awareness 
Social skill 
Overall EI scores 
Overall JI scores 
Public school 
teachers 
Mean 
48.91 
47.27 
46.82 
41.57 
45.95 
230.72 
161.95 
SD 
6.54 
5.99 
6.32 
7.24 
7.34 
27.92 
11.48 
University 
school 
teachers 
Mean 
47.12 
43.83 
44.48 
42.51 
39.47 
217.43 
159.56 
SD 
7.71 
7.78 
7.95 
8.81 
6.99 
28.02 
13.25 
Government 
school 
teachers 
Mean 
44.13 
43.23 
44 
38.73 
42.5 
212.61 
153.33 
SD 
7.76 
6.80 
6.39 
6.74 
7.21 
18.80 
13.55 
When the mean scores of three groups of teachers were compared it was 
found that the teachers of public schools scored high on emotional intelligence 
scale whereas university school teachers scored low than that of the public 
school teachers on emotional intelligence scale and the government school 
teachers scored very low in comparison to their university and private school 
teachers. And similar trend was also found when they were compared in terms 
of their mean job involvement scores. From the trend of the result it appears 
that the teachers who were high in emotional intelligence scale were found to 
score high on job involvement scale as shown in the table above. 
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TABLE 3.2 
Showing the mean job involvement scores, S.D and t-value of high and low 
EI group of school teachers. In order to test the hypothesis Is there any 
significant difference between high and low emotional intelligence 
concerning to the job involvement of teachers. The t-test was applied. 
Groups compared 
High EI group 
Low EI group 
N 
119 
118 
Mean JI 
163.29 
153.13 
SD 
11.85 
12.73 
t-value 
6.35* 
df = 235 Significant at 0.01 * level 
As shown in table 3,2 the high emotional intelligent group of teachers 
scored significantly high on job involvement scale showing greater degree of 
job involvement as compared to the low emotional intelligent group of 
teachers. The obtained result clearly reveals that high emotional intelligence 
group of teachers scored high on JI scale. On the basis of the trend of obtained 
result it may be interpreted that high EI group score derive greater degree of 
satisfaction from their job so that their mean score is significantly high it means 
this group of teachers showed more involvement in their job. The obtained 
result may be discussed that those people who possess high level of emotional 
intelligence are more self aware, make adequate self assessment, self 
motivated, their self confidence is high, so they are more committed to do their 
assigned work with a sense of dedication and always strive to achieve the goals 
of life besides many other positive characteristics like values, attitude and self 
judgement are found in them so as the high EI group of teachers were found to 
show significantly high level of job involvement which is evident from their 
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high mean score in comparison to the low EI group of teachers. The result 
clearly shows that the high EI group of teachers when compared in terms of 
their mean job involvement scores were found to differ significantly (t = 6.35 < 
0.01). It means that EI is found to be an important factor that lead to increase 
the degree of job involvement. ^^£i^^. 
4V. 
TABLE 3.3 
Showing the Mean, SD and t-value of job involvement scores of male and 
female school teachers. In order to test the hypothesis. Is there any 
significant difference between Male and Female teachers in terms of job 
involvement. The t-test was applied. 
Groups compared 
Male 
Female 
N 
90 
150 
Mean JI 
156.71 
159.29 
SD 
13.37 
13.08 
t-value 
1.46 
df - 238 Insignificant at 0.05 level 
Our society has. been male dominated and in most of the profession 
males were absorbed at different positions but in the present social set up the 
women are also shouldering responsibilities in corporate life with men. So far 
as teaching is concerned a large number of female teachers are now engaged 
and they are proved to be more successful in teaching profession but any 
women who is engaged in any type of job have to play dual role in her family 
as a mother, wife, sister, sister-in-law etc. and they have to contribute equally 
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in their job too. Women being a teacher are found to score high on job 
involvement scale. Though the difference is not significant but the trend of the 
result showed that they are greater involved as compared to their male teachers 
counterpart. Their involvement in their job may be discussed as they seems to 
be fairly high in sharing responsibilities and discharging their duties in a 
socially accepted manner so that the female teachers have shown relatively 
greater level of job involvement which is evident from the result obtained as 
shown in table 3.3. The finding of the present study is supported by the 
findings of Lennon (1987) and Ekore, John Oselenbalu, & Onomerike, F. 
(2004) that females were found to be more involved in their job than that of the 
male workers The present findings reveals that male and female teachers do not 
differ significantly (t = 1.46 < 0.05) so far as their job involvement is 
concerned. But the trend of the result supports that the female teachers are 
found to show greater level of job involvement which is evident from their 
higher mean score. 
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TABLE 3.4 
Showing the Means, SDs and t values of Male and Female teachers 
compared in terms of emotional intelligence and its subscales. In order to 
test the hypothesis. Is there any significant difference between Male and 
Female teachers in terms of Emotional Intelligence and its various 
dimensions. The t-test was applied. 
Dimensions of 
Emotional intelligence 
Self-awareness 
Self-regulation 
Motivation 
Social awareness 
Social skill 
Overall emotional 
intelligence scores 
Groups 
Compared 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
N 
90 
150 
90 
150 
90 
150 
90 
150 
90 
150 
90 
150 
Mean 
45.35 
47.54 
43.30 
45.67 
43.85 
45.85 
38.36 
42.48 
42.13 
42.94 
213.01 
224.66 
SD 
7.92 
7.28 
6.30 
7.41 
6.37 
7.28 
6.47 
8.11 
7,00 
7.98 
22.17 
27.74 
t value 
2.18* 
2.53* 
2.15* 
4.09** 
0.79 
3.38** 
*Sig. at 0.05 level 
**Sig. at 0.01 level 
As shown in the table above when Male and Female school teachers 
were compared in terms of emotional intelligence and its various dimensions it 
was observed that male and female teachers differ significantly in terms of 
emotional intelligence. It appears from the result that the female teachers score 
significantly high on emotional intelligence scale than that of their male 
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teachers counterpart. The difference between the two groups was found 
significant at 0.01 level (t=3.38). The high score of female teachers may be 
interpreted that the females in our culture are more involved in house related 
affairs despite their educational engagement so that they learn to share 
responsibilities with emotions, they develop more emotional maturity and 
empathy in comparison to the male so that they have scored high on EI scale in 
comparison to the male counterpart. 
The female teachers also differ significantly on four dimensions of 
emotional intelligence i:e self-awareness, self-regulation, motivation, social 
awareness but they did not differ one dimension of emotional intelligence i:e 
social skill. Both the groups are almost equal so far as their social skill is 
concerned. The female teachers scored significantly high on self-awareness, 
self-regulation, motivation, social awareness but the difference is more 
pronounced and social awareness a dimension of EI. The mean difference is 
wide between the two groups. It means females are more socially aware then 
that of the male which is evident from the higher mean score of this dimension 
of emotional intelligence. It is clear from the result obtained that the female 
teacher are found to possess more emotional intelligence in comparison to the 
male school teachers. Their success, acceptability seems to be the result of high 
emotional intelligence especially in the group of school. 
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TABLE 3.5 
Showing the Mean, SD and t-value of teachers high and low in age. In 
order to test the hypothesis. Is there any significant difference in terms of 
job involvement of teachers high and low in age. The t-test was applied. 
Groups compared 
High age group 
Low age group 
N 
112 
117 
Mean JI 
160.9 
155.47 
SD 
12.92 
12.53 
t-value 
3.23* 
df = 227 Significant at 0.01 * level 
It appears from the table 3.5 that mean job involvement of older group 
of teachers was found high as compared to the relatively younger group of 
teachers. The high and low age groups were formed on the basis of median to 
see the varied effect of age on job involvement of teachers. The difference 
between the two groups was found to be significant at 0.01 level. From the 
trend of the result it is quiet clear that age emerged as a significant factor that 
lead to differ the two groups of teachers. Higher degree of job involvement as 
shown by the older group of school teachers signifies that they are highly 
motivated, enjoy their job, more proficient in teaching skills and have greater 
level of satisfaction in doing their job as compared to the younger group of 
teachers. The finding of the present study is supported by the findings of earlier 
researcher Anantharaman (1980), Annantharaman and Sarah (1983), Sarah and 
Khandelwal (1988) and Patel (1989) that age is positively correlated with job 
involvement. The difference is statistically significant it means age do play an 
important role in enhancing the job involvement of teachers which is evident 
from the result as shown in the table above. 
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TABLE 3.6 
Showing the Mean, SD and t value of teachers high and low in age 
measured on emotional intelligence scale. In order to test the hypothesis. Is 
there any significant difference in terms of emotional intelligence of 
teachers high and low in age. The t-test was applied. 
Groups compared 
Older group of 
teachers 
Younger group of 
teachers 
N 
112 
117 
Mean EI 
223.53 
215.08 
SD 
24.57 
27.49 
t-value 
2.44* 
df = 227 Significant at 0.05* level 
As shown in table 3.8 the high age group of teachers scored 
significantly high on emotional intelligence scale as compared to the low age 
group counterpart. The high and low age groups were formed on the basis of 
median when both the groups were compared it was found that they differ 
significantly at 0.05 level. It means that older group of teachers are slightly 
more likely to be higher in emotional intelligence because emotional 
intelligence is a developing ability; that is likely to be accumulated through life 
experiences and automatically thus enhances one's emotional intelligence. As 
people grow older they have more opportunity to learn about emotions and the 
gradations of emotions, increase emotional vocabulary, and experiencing more 
and more varied life situations and accumulate more feedback, these older 
people in organizations, have the responsibility and opportunity to understand 
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and solve community problems and to become quoting example for other 
people. So we may say that the relationship between EI and age seems to be 
positively related. The present study is supported by the findings of (Cartensen 
and Turk-Charles 1994), (Blanchard-Fields 1997), (Mayer, Caruso and Salovey 
2000), Cartensen et ah, 2003; Cartensen et al., 2000 ) and (Rippeth 2003) that 
with age there is slightly increase in emotional intelligence. And this trend is 
clear as observed in this study. 
TABLE 3.7 
Showing the Mean, SD and t value of teachers high and low in experience. 
In order to test the hypothesis. Is there any significant difference between 
teachers high and low in experienced concerning to job involvement. The t-
test was applied. 
Groups compared 
High experience group 
Low experience group 
N 
110 
111 
Mean JI 
161.22 
156.30 
SD 
12.89 
12.33 
t-value 
2.89* 
df=219 Significant at 0.01* level 
As shown in table 3.6 the high and low experienced group of teachers 
were found to differ significantly in terms of their job involvement (t = 2.89, 
p<0.01).The obtained result is interpreted that when a person joins on a 
teaching job and continues to work gains widespread life experiences and as a 
result of his/her personal efficacy, knowledge and understanding also enhances 
in dealing with the problems of students of varied background in the process of 
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teaching learning seems to develop competence in them. This could be the 
reason that high experienced group of teachers are found to show greater 
degree of involvement in their job than that of low experienced group of 
teachers. The finding of this study is supported by the findings of earlier 
researchers Anantharaman (1980), Das (1982), Anantharaman and Sarah 
(1983) and Joshi (1999) that job experience was significantly associated with 
employees job involvement. 
TABLE 3.8 
Showing the Means, SDs and t- values of dimension wise comparison of 
high and low emotional intelligence group of teachers on job involvement 
scale. In order to test the hypothesis concerning to the dimensions of EI in 
terms of high and low. Is there any significant difference with regard to 
each dimension of EI on job involvement of school teachers. 
Groups compared 
High self-awareness group 
Low self-awareness group 
High self-regulation group 
Low self-regulation group 
High motivation group 
Low motivation group 
High social awareness group 
Low social-awareness group 
High social skill group 
Low social skill group 
N 
51 
50 
59 
58 
59 
51 
43 
58 
53 
59 
Mean JI 
165.70 
149.2 
162.91 
152.36 
162.13 
152.59 
163.03 
152.77 
160.09 
158.03 
SD 
11.95 
12.64 
12.11 
14.48 
13.19 
13.48 
11.64 
13.29 
13.70 
12.87 
t-value 
6.68* 
4.30* 
3.71* 
4.08* 
0.81 
*Sig. at 0.01 level 
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Referring table 3.7 the high self-awareness group of teachers scored 
significantly higher on job involvement scale than that of low self-awareness 
group of teachers. The high and low self-awareness group were formed on the 
basis of Ql and Q3 cut points to see is there any impact of this variable (SA) 
on job involvement. The obtained result clearly reveals that both the groups 
were found to differ significantly at 0.01 level. Thus the proposed Ho6 is 
rejected. It means that those teachers who have high level of self awareness 
they know how their feelings affect them and others and also their job 
performance. For these reason the high self-awareness group is found to be 
more involved in their job as compared to the low self-awareness group. 
The job involvement scores of high and low self regulation group of 
teachers were compared it was found that the high self regulation group of 
teachers scored significantly higher on job involvement as compared to the low 
self-regulation group (t = 4.30, p<0.01). Thus the proposed Ho? is rejected. It 
means that teachers with high degree of self- regulation are competent to adapt 
to change circumstances because self regulation helps them to stay in control of 
their feelings and make thoughtful decisions. Therefore the high self regulation 
group of teachers were found more involved in their job as compared to the 
group of teachers who are low in self-regulation. 
When the mean job involvement score of high and low motivation 
groups were compared it was observed that high motivation group of teachers 
scored significantly high as compared to the low motivation group of teachers 
(t=3.71, p<0.01). Thus the proposed null hypothesis Hog is rejected. It means 
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^ that highly motivated group of teachers constantly strive to improve their 
ability and performance even though they have experienced failures and 
frustration. They use their deep inner desire to move , to guide them towards 
their goal that resulted in developing greater degree of job involvement as 
shown by the highly motivated group of teachers than that of low motivated 
group of teachers. 
The mean job involvement of high social-awareness group is higher as 
compared to the low social-awareness group. Therefore, the difference between 
the two groups were found to differ significantly (t= 4.08,p<0.01). Thus the 
null hypothesis H09 is rejected. It means that high social-awareness group of 
teachers have the ability to sense, understand the feelings and expectations of 
their students so they react accordingly in a positive way. That's why high 
social awareness group of teachers were found to show greater level of 
involvement in comparison to the low social-awareness group. 
When the mean job involvement of high social skill group of school 
teachers were compared with low social skill group of school teachers it was 
observed that both groups (i.e high and low social skill) do not differ 
significantly at 0.05 level. Thus the proposed null hypothesis Hoio is accepted. 
On the basis of result it may be interpreted that social skill does not contribute 
on job involvement of teachers. The overall comparison make it clear that the 
teachers having four important attributes of EI were found to differ concerning 
to their job involvement. It means these dimensions are more important so far 
as job involvement of school teachers is concerned. 
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Chapter IV 
CONCLUSION AND SUGGESTIONS 
CONCLUSION: 
The findings of the present study leads the following conclusions: 
• When high and low emotional intelligence group of school teachers were 
compared in terms of their level of job involvement it was observed that 
the teachers who scored high on emotional intelligence scale also scored 
significantly high on job involvement scale in comparison to the low 
emotional intelligence group. 
• When male and female school teachers were compared in terms of job 
involvement the result showed that both the groups were found to differ 
significantly. 
• When male and female school teachers were compared in terms of 
emotional intelligence and.its various dimensions it was observed that the 
two groups differed significantly in terms of emotional intelligence as a 
whole and on its four dimensions self-awareness, self regulation, 
motivation, and social awareness and they did not differed on one 
dimension i.e. social skill. 
• The group of teachers high and low in age were formed on the basis of 
median. It was observed that the two groups differed significantly in 
terms of job involvement. 
• The high and low age group of teachers were also found to differ 
significantly in terms of their emotional intelligence. 
• When high and low experienced group of teachers were compared to see 
the impact of job experience, it was observed that the two groups differed 
significantly in terms of their job involvement. 
• High and low self-awareness groups differed significantly in terms of job 
involvement. 
• High and low self-regulation groups were found to differ significantly 
from one another in terms of job involvement. 
• When high and low motivation groups of teachers were compared it was 
found that the two groups differed significantly in terms of their mean 
job involvement scores. 
• When high and low social awareness groups of school teachers were 
compared in terms of job involvement it was observed that the two groups 
differed significantly. 
• When high and low social skill groups of school teachers were compared 
in terms of job involvement the result showed that the two groups did not 
differ significantly on this dimension of EI. 
SUGGESTIONS: 
Research is a continuous endeavour in every discipline which may be 
theoretical or empirical in nature. A researcher is always optimistic in the 
pursuit of research work but he/she has to face numerous problems and 
searches possible solutions in order to complete the research work so he/she 
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make ceaseless efforts to arrive at some meaningful conclusion. It is well 
established fact that no any research can be free from criticism and this 
research too has limitations despite taking all care by the present investigator 
many things remained unininvestigated because of various unavoidable 
constraints. This study was conducted on teachers working in public, 
government, and university schools and the result obtained are meaningful 
despite certain limitations. The area of investigation in this field can be 
expanded by including the samples representing different other categories such 
as the Police Officers, Constables, Nursing staff. Railway employees and the 
employees in Public dealing Offices. If this kind of study is conducted on such 
type of samples would yield some new interesting results. It needs to focus that 
there is need to have more work in this area to ensure that the information 
gathered will help us in evolving suitable strategies to deal with the problems 
of varied nature. 
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Appendices 
Appendix -1 
EMOTIONAL INTELLIGENCE SCALE 
INSTRUCTIONS : 
Following are the certain items. Read each item carefiilly and answer 
according to the best preference of yours. There are no rights or wrong answers. Give 
your choice according to the following table. 
5 Point Scale 
Describe me very well (5) 
Describe me well (4) 
Describe me moderately well (3) 
Describe me a little (2) 
Not at all describe me (1) 
Self Awareness 
s. 
No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
Items 
I am able to identify me feelings. 
I have learnt the lot about myself through my 
feelings and emotions. 
I understand the reasons for my moods. 
I am clearly able to see how my feelings 
impact my performance. 
My values and goals are very clear in my 
mind. 
I am aware of my strengths and weaknesses. 
I frequently seek feedback on my behaviour/ 
performance. 
I have full confident in myself and in my 
decisions. 
I take initiated to meet people in social 
situation. 
When a contribute to group discussion I 
believe my contributions are as valuable as 
those of others. 
1 2 3 4 5 
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11. 
12. 
If I am convinced that my position is right, I 
prefer to maintain my position even if it 
means becoming unpopular. 
I am clear what I want from life. 
Self Regulation 
S. 
No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
Items 
I can achieve what I want to through my 
determination. 
I don't easily give up even if I received set 
backs. 
When I have problem that creates undo 
tension, I try to relax and gain a feeling of 
tranquility so that I can re-evaluate things. 
When I face a problem I focus on what I can 
do solve it. 
I can adjust very quickly to new challengers, 
problem and information. 
I am sensitive to the development in the 
environment and capture the opportunity 
there. 
I am able to anticipate changes, and I plan in 
advance to encash the opportunities. 
I am quite flexible in my approach to life and 
problems. 
I am quite flexible in my approach to life and 
problems. 
I can frequently anticipate solutions to my 
problems. 
When a certain approach to a problem does 
not work, I can quickly reorient my thinking. 
I seek out fresh ideas from a wide variety of 
sources. 
1 2 3 4 5 
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Motivation 
s. 
No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
Items 
I constantly try to improve my performance. 
I set challenging goals for myself and strive to 
achieve them. 
I worked hard for a "better" future reward 
rather than accept a lesser reward now. 
I constantly scan the environment to seize any 
new opportunity. 
I prefer to proact. 
I mobilize other though unusual, enterprising 
effort. 
I take initiative to start dialogue for a new 
adventure. 
I prefer to be idea leader. 
I believe in performance rather than just 
following the rules. 
I believe where is a will there is away. 
I start any activity with firm determination to 
complete it. 
Under pressure, I am confident I will find the 
way. 
1 2 3 4 5 
Social Awareness 
S. 
No. 
1. 
2. 
3. 
4. 
5. 
Items 
People don't have to tell me what they feel, I 
can sense it. 
I can sense the pulse of others and state 
unspoken feelings. 
I listen to the feeling of people when I walk 
into a room. 
I anticipate people's need and try to satisfy 
them. 
I try to understand meet the expectations of 
peoples. 
1 2 3 4 5 
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6. 
7. 
8. 
9. 
10. 
11. 
I seek information about peoples need and 
then provide service accordingly. 
I take initiative in talking to peoples in orders 
to serve them better. 
1 am very comfortable in working with people 
of different background. 
I am able to identify who has real power in 
the group/organization. 
I am able to relate well with people who 
matter in the organizational dynamics. 
I am able to influence the opinion of import 
people. 
Social Skills 
S. 
No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
Items 
I am able to convince peoples 
I present myself in such a way that people get 
impressed. 
I keep my knowledge base updated and 
influence people through that. 
I am able to read the needs of the hour and 
influence peoples through my initiative. 
I am good Communicator. 
I am able to put across my message 
effectively. 
I use a variety of medium of communication 
to get the desired response. 
I am able to arouse enthusiasm in people. 
I emerges as a natural leader during 
unstructured situation. 
I recognize the need for change and work for 
removing the barriers. 
I create such an atmosphere where people 
enthusiastically interact and participate in the 
team work. 
I built team identify and promote commitment 
among team members. 
1 2 3 4 5 
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Appendix - II 
JOB INVOLVEMENT SCALE 
INSTRUCTION: 
Dear respondent you are requested to read each statement carefully and rate 
on a 4 - point scale ranging on a continuum of strongly agree to strongly disagree in 
the manner given below : 
Give 4 point ifyou strongly agree 
Give 3 point ifyou agree 
Give 2 point ifyou agree 
Give 1 point ifyou strongly disagree 
1 . I do not want to engage myself in the work after the working hours. 
2. I feel relaxed after the working hours. 
3 . I feel pity when there is no work. 
4 . I feel boredom when I do not have any work to do. 
5 . I am ftilly committed to my job. 
6 . To do work is the best source of recreation for me. 
7 . When the work problem is not solved then I continue to think 
about that in the home also. 
8 . Sometimes it is difficult for me to sleep when I think about the job. 
9 . Sometimes I cut my limch break period to complete my job. 
10.1 prepare myself at home to accomplish the work in a better way. 
11.1 spend my leisure time in job related activities. 
12.1 get disappointed when my work is not completed. 
13.1 keep myself engaged in the work without thinking about 
the happenings with me. 
14.1 become anxious when the work is not completed. 
15.1 think about the work at the time of doing it. 
16.1 leave other important things for my work. 
17. In the holidays also I think that my work is not being done. 
18.1 usually look at the watch for knowing about the time to stop the work 
19.1 complete my work even if it takes more than allotted time without any 
Extra salary. ( ) 
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20. How good a man is can be understood by his quality of work ( ) 
21.1 get maximum satisfaction from my work. ( ) 
22. My time flies at the work. ( ) 
23. The important events of my life are related to my work. ( ) 
24.1 feel frustrated on my failures at the work. ( ) 
25. There are other important works to me than the present one. ( ) 
26. Work is everything for me. ( ) 
27. Probably I will be continuing on my job even if I have no 
need of money. ( ) 
28. Mostly I like to stay at home in comparison to coming for the work. ( ) 
29. My work is the most important part of my life. ( ) 
30.1 keep myself involved in my work. ( ) 
31.1 escape from taking extra work and responsibility other than 
the allotted work. ( ) 
32. In the past I had more interest in my work than the present. ( ) 
33. There are other things important than this work. ( ) 
34. Sometimes I would like to blame myself for my failures. ( ) 
35.1 do not stay overtime even if some work is left incomplete. ( ) 
36.1 find boredom in my job. ( ) 
37.1 do not think about the work at the time of returning back to 
home from work. ( ) 
38.1 have chosen suitable job for myself ( ) 
39. More money can be earned from some other job. ( ) 
40.1 work only for money. ( ) 
41.1 am unable to complete my work. ( ) 
42.1 do not think about the job on the holidays. ( ) 
43. My work is not comfortable. ( ) 
44.1 stop doing my work after the working hours is over. ( ) 
45.1 will not advise for doing this work to my any close relatives. ( ) 
46.1 do not get disappointed after being unsuccessful. ( ) 
47. My work is so good that I do not get fatigued even after doing 
it for longer times. ( ) 
48.1 find any work burdensome, ( ) 
49.1 try to do more than the supervisor expect from me. ( ) 
50. Inspite of several problems I try to complete my work. ( ) 
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51.1 try to complete the allotted work even it takes more time 
and energy. ( ) 
52.1 try to do my work with full honesty and sincerely. ( ) 
53.1 take any damage to the mine as my own. ( ) 
54.1 feel happiness in completing my work. ( ) 
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Appendix - III 
BIOGRAPHICAL INFORMATION BLANK 
Age 
Gender 
Educational qualifications 
Job Experience 
Teacher's Status - Permanent 
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